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ABSTRACT 

- - = ^ ^ 

Vw« 4.U - , This is one of three companion volumes that present 
.the theoretical basis, instructional strategies, and participant 
^^ln•-^^°^'^^^ Preparing Educational Training ConsS"anSr 
fvSpflS^J^ • -""^^ (PETCIH) program, an instructional 

con^.n^Jnfo Ji-^""' ^""^^^i ^y^*^" organizational development (OD) ^ 
for u^l^S ;h^^^ publication 's an instructional ianual^ 

f or ^se by the senior trainer in charge of the PETC-III program. 

wSk^hnn^"iJ-;-r? i'^^r^«<^*i<''^al strategies for use during "hf 
^rorkshop activities, it also includes a sample set of memos, work 
^assignments, and additional resources, to be mailed to brogwa 
.participants between workshops. .The PETC-lil program is one of eioht 
jnstr^uctional systems that together comprise tJe SSviding 

?«^n^iv?Ji°°5^ ^''^^^^ prcgraas, which is intended"- 

to provide educators with the knowledge, skills, and sensitivities to 
lf?p2t?L^''fnr°Jf ficational systems in more.relava.nt> huiiane, 
t2 l4 "^''-J®"* "^y^- «^5ht component systels of PODS 

be tJpMf ;f ^''^ wjen taken sequentially; PETC-Ill is intended to 

^ ^^^^ sequence. Ihe training design of PETC-Ili 

Jo io hp?/f workshop sessions totaling 17 dats, 

to be held during a period of 6-8 months. (JG) ' 
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INTRODUCTION: 

DEVELOPMENTAL HISTORY OF THE 'PROGRAM FOR 

PREPARING EdUCAyHOML TRAINING CONSULTANTS 



A training- program developed by the National Training Laboratories 
(NTL) with the same name was the forerunner to the Northwest Regional 
Educational Laboratory (NWREL) program. Preparing Educational Trainina 

\ 

^Consultants. This program was int^ded to provide educators with kills * 
*to provide school districts with the capacity to provide skills training, 
consulting and organizational development. The design was presented in 
a four-W£ek trailing workshop, its content was deriyed from assessment 
of the functions lacking in education and the availability of training 
techniques as well as materials from -a history vof human relations train- ' 
ing aiy organizational development studies'. The program was successfuUy 

'•conducted for 'three .summers, beginhing wilih the year 1966. The training 
consultant role in the NTL program was Initially viewed as a way .to pro- 
vide linking mechanisms among and between subsystems in local districts ^ 
so that procedures' for improving educatio'n could be identified and 
implemented. 

The NTL program was considered successful, but it had ^ two majpr 
'limitations for meeting a national need to provide training in^ the areas' 
-^of ski.lls training, consulting and organizational development. The 
design*was exploratory from year to year as the staff changed and pro- 
vided focus related to their current social science interests. Exciting 
new additions were experienced in the training desigr of any given year, 
but there was no assurance to trainees that they would be provided ' - 

competencies in the best of what was known ac the time. A seconU ^lipita- 
tion had to do, with diffusion. Highly skilled trainers were needed to 
conduct this flexible type ^of training system. Such trainers are rafe . 
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and'cannat be developed rapidly enough to mass diffuse the fieeded skills 
'for -education*. 

PETC prograps~PETC-I, PETC-II and PETC-III~are tiiass-diff usable 
•.training systems fop the basic skills which have been mentioned. These 
training systems take the expertise from the role of the trainer and put 
it into the training materials. They takfe the function of instruction 
from the trainer and put it intb the, learning activities. The trainees 
instruct themselves and each other. ^ These systems-include diagnostic 
and objective assessment tools and techniques for achieving behavioral 
competencies as part of the predesigned training sequence. 

The following diagram shows the relationship of the three units in 
the PETC program and the point;s at which the prerequisite traizfing is 
necessary. ' / ^ * 

The PETC program has been a part of the Basic Program Plans of the 
NWREL Improving Teaching Competencies Program (Projjram 100) since 1968^ 
Work dn pTC-III began in 1971 with the identification and writing of 
the central. idjj^^s and general objectives for t,he trailiing. During. 1971 
the decision to prepare an initial trailing pla)^ of five two-day meetings 
spread over a six-month period was made and training activities with 
master ials to support them were prepared. 

.The first tryout of PETC-III materials wa^ held in Spokan'e, 
Washington, from January to April 1§72; The participants for this work- 
shop were recruited by "the developers and included central .office^ per-- 
sQnnel from the Spokan^ School-District, university professors, and two' 
persons 'ftom the Washington State Department of Public Instruction. 

* A major 'finding of 'this tryout was the need for more careful plans 
for entry into the training. Cyientation- to the training was prepared; 
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procedures for contracting with trainees, clients a:nd installers were 
instituted; and preworkshop assignments were designed. In addition, 
revisioijs and refinerfents of the training meetings were made. New sets 
of materials' were prepared for the second trial workshop. 

The next PETC-III tryout was started in September f973, concluding 
in March 1974. This tryout was held at a conference center near Portland 
-and was attended by trainees who had been recruited by the developers. 
Trainees included school district central office personnel; university 
professors and administratorsr as well as people in church-related 
professions. ' , 

during the tryout the decision was made to integrate the projected 
PETC-IV unit—.Organizational Self-Renewal— ir'o PETC-III, Portions of 
thes^ concepts were introduced to the trainees. It also became clec-r 
that^ five 2-day training 'meetings provided Inadequate time for the work 
req-tiired. It was decided to extend the number of days of training from 
10 to 17 days. Meetings 1 and 5 would each take 4' days. Meetings 2, 3 
and'^^f would each^ take 3 days. 

The developers- th^n proceeded to make major revisions in the instruc- 
tional system to incorporate the additioilar materials and provide training 
activities and' materials for an expanded workshop, Vhen the revisions 
were complete, the materials included sets of procedures for the trainees 
to follow and a number.. of resource papers to enhance and elaborate the 
central ideas for the instructional"" system. , ^ 

Between April and December of 1974 the newly written materials were 
tested at jtwo sites. In April a workshop was started in Portland and in 
^May another workshop was started in Minneapolis. Participants for both 
of these workshops were recruited by the Office of Field^Relations and 



Dissemination for the Program, NWREL* Trainees included school district 
. central office personnel, school building administrators, university 
professors, classroom teachers, private consultants, a mental health 
worker, a church worker, NI^L's Improving Teaching Competencies Program 
personnel and university students. 

One of the findings of this trial indicated a significant cognitive^ 
overload in Meetings 1 and 2. During these meetings all of the concepts 
in the book o£- central ideas are Introduced and utilized. The result 
^as a decision to mail the book of .central ideas to all participants 
prior to the first training meeting. Home reading assignments are now 
made prior to Meetings 1 and 2. Duririg this tryout a format for trainees' 
progress reports, theory inputs, procedures and organizational develop- 
ment (OD) work plans were designed. Also, further work needed to be 
done on a preworkshop orientation. Therefore, a decision was made to 
^ ask participants in the second of the final pair of workshops to attend 
a one-day orientation to the training.. ^ 

The length of the training (six months) allowed the developers to~ 
make refinements and revisions meeting by meeting. In this way the 
developers established some formats for "progress .reports, resource 
papers, procedures, exercises and planning for OD work, ^Revisions and 
refinements of the sets of materials were well under way so that the 
^ first of the final pair of tryouts could start in December 1974, 

The final pair of workshops were conducted with two"^ different groups 
in Seattle, Washington, between December r974 and July 1975, "Seattle A'* 
group started in December 1974* The additional orientation day for 
, "Seattle B" group was held on February 1, 1975 with the first; training 
session conducted near the end of. that month. Participants for this 
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pair of workshops were recruited by the Office of Field Relations and 
Dissemination in close collaboration with Mr» James Forneris of the 
Seattle Public Schools who served as their representative ♦ 

The participants included school counselors, building administrators, 
a university librarian, district central office personnel, classroom 
teachers, a district superintendent, an assistant superintendent and an 

individual from a state department of public instruction, . 

1 

At the end of this pair of tryouts the developers concluded that' 
PETC-III appeared to be a workable instructional systei.' It is now ready 
for persons not involved in the development to try out the materials. 

Throughout the development of the instructional system information 
was collected about the experiences of the participants with their client 
systems. The evalu^tors asked the^ participants to keep a record of all 
their activities between training meetings. At each training meeting 
they were requested to prepare a report of tlie current §^tus of their 
work with their client system* At the conclusion of the six workshops 
the^'evaluator, developers and the director_of the Off ice^cif Field Rela- 



, ^ions and Dissemination,^ selected seven of these reports as representative 
of the kinds of experiences the trainees had with their client systems.* 
The evaluator then conducted a number of interviews and followup data 
collection to get information for case studies, , The result of this work, 
entitled First Time Out: Case Studies of Neophyte Conkult<mts.y Is 
recorded in the Appendix to the Partictpant Materials, 
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DESIGN OF THE TRAINING SYSTEM 

Installation of PETC-III 

The installation of the PETC-IIIr Organizational Development 
instructional system is crucial in- the whole training design. 

This system- does not^ stand alone and independent of its prerequisites, 
Thje goals and objectives, the strategies and procedures of 'the system 
are dependent on the interpretation and preparation provided by the 
installation procedures. These procedures include preparing prospective 
PETC-III trainees in the prerequisite skills for PETC-III and securing 
from them commitment to fulfilling the time and work requirements to 
complete the training.- - 

PETC-III is the last step in the installation of the program for 
Providing Organizational Development Skills (PODS). " 

PODS is a macro training strategy which aims at providing a large ^ 
segment of a school district with, process skills and with trainer 
capabilities for a continuous training program. In addition, the PODS 
program pfovides~training in^consultlng sk±iris"andr-organ±zational - 
development (OD) skills to a much smaller segment of educators. The 
overall purpose is to make avairartyt^^toTeciucational organizations a 
repertoire of OD competencies to facilicate normative and structural 
changes. Such competencies allow the organisation to build in and main- 
tain improved organizational functions and to make its decision making 
dynamic in response to social change. 

Installation of PODS in an educational organization (a school ^ 
district, a school building, a university) has a number of requirements. 
It requires acceptance and authorization by the school district central 



office decision makers* It includes making provisions f(^r a large number 
of educators and rhe prospective PETC-III trainees to secure training 
in "process*' skills as presented in the instructional systems Research 
^Utilizing Problem Solving (RUPS)^ Interpersonal Communications (ijc)^ 
Interpersonal Influence (IMF) and Social Conflict & Negotiative Problem ^ 

Solving (SCiNPS). In addition to these workshops, prospective PETC-III 

> 

trainees need to have preparation for skills trcining and consulting * \ 

'Skills through training in PETC^-I: : Skills Training and PETC-II: 

Consulting. This entire training strategy has two, -purposes: 

\ 1. To provide the organization^with a large number ^ 
^ of persons equipped with a repertoire of skills ^ 

2. To create for prospective OD 'consultants a^ / ^ 

climate of receptivity and readiness for . ^' ' 

performing OD activities ' - k ^ 

_ JThe installation proce dure of PODS also provides a scre ening process 



by which persjons in^rested in OD work can , be identified and "contracted 
with to. carry out consultation in organizational development* 

Once po.tential participants in PETC-III training have been identified 
and selected, the installation process proceeds by s'ecuring from the 



proper decision makers the authorization of PETC-III training. This 

includes the initial contracting and the securing of client systems for 

the teams of consultant trainers. 

To summarize, installation of the PETC-III system includes: 

r. Getting the idea of PODS accepted by an ' 
educational organization 

\ ' 2* Preparing prospective participants for PETC-III 

training, enabling them to acquire all prerequisite- 
skills for PETC-III 

3. Screening and identifying PETC-III participants 



4* Contracting with the proper authorities for 
proceeding with PETC-III training ' 



' ^.^"rdenti'fyilg ahli'^ea^ 

the consulting teams in the PETC-III training 

' 6* Providing detailafl conditional information to ^ 
.the proper authorities, potential client system 
and PETC-III trainees -eoncerhing all require- 
ments of the ttddning, including timelines,- 
!^ schedules, costs, practicum OD work, advanced 

reading, data collection, nature of relationships, 
^accountability, registration forms and statements 
' / of agreement to participate in the PETC-III 
' training program 

Pretraining Orientation and Contracting ' , 

• ^en the installation procedures are complete, the next event, is a 
one-day meeting with the trainees who have decided to proc"eld with 
PETC-III* Also asked to attend this jneeting ^re the decision ^aakers in 
the organization of each participant whg authorize^ and support the 
training as well a^ a representatives of the client groap with whom the 
participant will be working. 

Select the appropriate strategies\ from Activities 1 and 2 of 
Meeting 1 to be used during this orientation meeting. For a sample set 
of strategies, see "PETC-III 'Seattle B' -Orieritat-ion-Meeting^pjges ~ 
95-96* This meeting is designed to accomplish the following": 

. !♦ Examine all requirements' and expectations for ^ 
PETC-III training ^ 

2. Form consulting teams of two persons each; during 
training these teams are referred to as training 
units (TU) \ 

3. Identify client systems and assign \o aach team; 
do-' preliminary planning for contacting those ^ 
client systems' ^\ 



4. Distribute preworkshop assignments and materials 
to trainees; clarify and discuss reading assign- 
ments, data collection assignments and guideliries 

~ fbr~entry into client systems — 

5. Sign three-way agreements amcng trainees, trainers/ 
installers and authorizing persons ^ ' 

6. Reach agreement on dates for the five training 
meetings during a^six-- to eight-month period 

?• Outline materials for the workshop; participants 
are expected to purchase three resource reading 
books (see page 11) as well as the PETC-^III 
Participant Materials (These books should be 
available for purchase at the first meeting.) 



Training Meetings ' ' ' 

The training design calls for 5 meetings totalirfg 47 days.. Meeting 1 

and 5 are each 4 days in length. The others are each 3 .days long. The-- ^ 
' ,^ ' - ^ ^ 

5 .meetings are held during a period, of 6 to 8 months, with 30 to 45 days- 

— — * — — — - . „ ^ „- , ^ , » * 

between meetings to allow consultant t6anis to carry out their CD, plans 
with a client systems • ' ' ^ --t 

The format for each of the training meetings includes the following: 

1. Reporting 'progress in CD work 

< 

2. Making plans for OD work 



3.' Considering -additional theoretical input, training" 
^ activities, intervention issues, and^prof essional 

development issues 

The training materials 'for this system consist of: 

Jung, Charles C. Organizational Development in Education. 
Portland, Oregon: Northwest Regional^Educational 
Laboratory, 1976, 

A book of central ideas ^ich provides .the theoretical 
framework for OD in educational settings. 
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Pino, Rene F. and Ruth P. Emory. Preparing Educational 
Training Consultants: Organizational Deoelovmenv 
(PETC-III) Participant Materials. Portland/ Oregon: 
Northwest Regional Educational Laboratory. 1976. 

A participant manual containing procedural, 
instructional aud theoretical informatior, 

Pino, Rene F. and Ruth P. Emory* Preparing Educational 
Training Consultants: Organizational Develdpment 
(PETC-^III) Instructional Strategies. Portland, Oregon: 
Northwest Regional .Educational .Laboratory. 1976. / 



^' A manual for the senior trainer's use which 

also includes a Scimple set of memos, work 
^ assignments and additional resources to be 

" " ^mailed to participants between meetings. 



;]lhe>:Partici^^t Materials sjaould be distributed during the pretraining 

"and orientation. .Gontrao^ng meeting. In addition to these materials, 

each participant is asked to purchase a. copy of: " 

Schmuck, Richard A. and Matthew B. Miles.* Orgdriization 
^ Development in Schools. Palo Alto, California: 

. .__^Ma3Lfi_eld. 1971.__ 
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Schmuck, Richard A. and ?hilip J. Runkel, Handbook of 
Organization Development in Schools. Palo Alto, 
-California:- Mayfield. 1972. ' ' I/' 

Koberg, Don and Jim Bagnall. The Universal Traveler. 
Los Altos, California. Kaufmann. 1974 

Multiple copies of these books should be availabl^^'at the first meeting 

^of^ach workshop. Although occasional assignments are made in them,*^' 

they serve primarily as resource information for the participant's us (T "~ " 

during the months of the training. 

Training Design . ^ . > . ^ 

^\ The PETC-III training design has been prepared on the assumption 
that the total number of participants does not exceed 12 persons.'-"^ The 
participantSNWork in teams of two persons, calle^^ training units (TU).l 
The total group is divided into two subgroups, called learning groups (LG) . , 



Each learning group is composed of three training units. PETC-III train- 
ing requires a trainer for each learning* group, so a training unit with 
two learning jgroups would require two trainers^ " 

During a .jracticum experience, each team conducts n OD project with 
a client- system. The client' system may be a total organization .or a 
subsystem of the organization.' The person or persons. directly involved 
with the OD team are referred 'to as "dir'ect client." 
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SOME SIGNIFICANT THINGS ABOUT DEVELOPER 
'^EXPERIENCE WITH THE SYSTEM 



There are a number of things about the experience of the developers 

with the PETC-III system that stand out as significant. In some cases 

-the experiences provided them with information for revising the system; 

in other cases tut^y were interested, sometimes surprised, observers of 

what th.ey considered significant occurrences. Most of the items in the 

list below are the result of observations made during training sessions * 
< 

The developers have selected the following categories to report their 
observations: Groupings; Learning- the Concepts; Doing OD Work; Activities 
During Training' Sessions; Trainer Behaviors; ^Making Arrangements for 
Training Sessions, Oljviously, the statements \hat follow do not include 
AT^ there is :to say about the PETC-III system. They' are observations 
that strike the developers as having enough" significance to-be recorded' 



for consideration fcy anyone wishing to use this training system, Ihese~^ 

r^rks appear noteworthy as aspects of the developers^ experiences iti 

■» ' ^ * = 

using the training materials in six workshops with a total of sixty " 

people. 
Groupings 

Formation of Learning Groups . In the formation of learning groups 
(LG) it appears the option of having the trainees fori^i their own LG is 
probably the best course of action. It takes longer, may reqjiiire ' 
extended negotiation, may give rise to membership issues, but there seems 
to be evidence of^eater satisfaction by the trainees with the makeup 
of the self-selected learning grou^5S than when the trainer forms them, 
' Advantages of LG Members Being From the Same Organizacion . There 
are some advantages when, the training units (TU) in a learning group are , 



from the same organization. For example, there is need *^br l^ss axplana- 
, tion about the organization, more information about the situation is 
^ commonly known, inf^ormal norms and influence networks are common knowledge. 
Advantages/of . LG Meiabers Being From Different Organizations . The 
advantages of the training units in the learning gr6up being from different 
organizations include: less subjective consideration gf issues, more 
reliable perception checks, differerit perspe'ctive from which to view 
issues, more new ideas about approaching issues'. 

The Value and Significance of the tc . The learning group makes a 
, contribution to the trainees in at least the following ways: 

1. Provides trainees an opporjtunity to get additional 
perspectives on orgajiizatibnal development and on 

, the specific issues and ta^ks of the OD work of 

the training linit \ 

>) 

2. Provides- an ongoing and dependable source of new . 
ideas, alternative. solutions and a critique of 

— - 'the 'Work done by the training unit 

S ' 

3. Provides a place to exchange information and 
acquire a repertoire of intervention strategies 
and techniques in OD work \ 

Size o£ Training Unit , The experiertce of conducting six rETC-III 

workshops convinces the developers that for maximum benefit the TU shouJ 

be two persons. One person as a TU expeiiences these difficulties: 

1. Receives, no perception cheok during practicum 

■f 

2. Provides less input for th4 IG 

' \ 

3. Feels isolated and less supported 

. ; r ^ • ■ 

Three persons as a TU experience th^^ese difficulties: 

r * 

- — - _ ^ \ 

1. Finding^mutuaHy convenieiit time to get together 

to plan OD-work and carry^(out plans with- ciient^ _ _ 
system * . _ 

f 

^ 2. Less "air-time" during mjeetings of the TU 

/ 



3. The real possibility that the client system 
' feels overwhelmed 

4. The range of experiences for each individual 
is greatly reduced ' ' 

Learning the Concepts ' . - 

Premeeting Reading Assignments . Advance assignment of r,eading in 
the central ideas \iooV,y ()vganizatio7iaV develoipmeni in make^ . 
. trainees feel less pressured during the training meetings and provides 
more satisfaction in completing tasks which utilize and 'apply the concepts 

A Condition Which Makes for Quick Use of Concepts . Persons who have 
op work as a career goal or whose role in the organization includes deal- 
ing with organizational issue§ view PETC-IlI training as professional 
advancement and generally are able to utilize the concepts with greater 
ease and speed. 

Effect of Not Completing a Change Effort with Client System . Partic- 
ipants give evidence of understanding and applying correctly the concepts 
presented in each training meeting even if most of their V^Qticum is 
spent in making entry in the client system, finding and losing clients, 
establishing relationships and so forth. 

Doing Organizational Development Work ^ ^ 

Data Collection Hazards . Expecting participants to do very much 

data gathering in their client system prior to the start of* the training 

is unrealistic. Some of the reasons for this are: 

c 1.. Participants have not had the cl^ance to establish 

relationships 

•2. Client systems are not clear about what is involved 
in OD work . . , o 

3. A number of entry issues have not even been 
identified, much less resolved 

V 15 
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limited Range of ExperJLences . ^ The limited time of six to eight 
months for the-RETC-III training and practicum reduces the range of- 
-experiences possible in OD work witlj the cli&nt system. There is not. 



ugh time to implement a^-^TT^s^s^e change effort," utilizing all the 



eno 

phases of the planned change mpdel. 



Total Organization Change t/ot Possible . This limited time for the 
^ . f ' 

PETC-III training and practicum- probably precludes any total organization 

change taking place. Change efforts within 'a subsystem may occur and' 

significant organizational dat^ gathering will probably take place. 

Effects of a Team Made Up of an External and an Internal Consultant . 

Training teams composed of oij,e participant external to the client system 

and. one participant Internal to the system have difficulties when working 

with the clients. ' . " ' 

, 1. ^he external consultant may-.h^ve, difficulty 
4^, finding time to spend with 'the client. 

2. The external consultant may have difficulty 
in being "legitimized" by the client system, 

3. Time for teamwork for planning and analysis 
is hard to secure* i ^ 

^' 4. The internal consultant will be faced with the ^ 
problem of avoiding or coping with getting 
ahead of teammate. . * * ^ 

Success of, .Trainee in Being Legitimized in Client System ^ Persons 
who already have legitimate ot- expert power in theii; client systems, 
appear to haVe more success in securing legitlmizatipa for their practicum 
than do persons with less legitimate or expert power. ^ ' 

Participants* Role in the Organization ^Affects Their Legitimizattion 
as Consultants ., Participants in nonadmini^trative roles in the organiza- 
tion, or whose roles do not include attending to. organizational issues, 
frequently "experience difficulty in being accepted as consultants. 



Participa nts in "Organizational Development" Roles . Participants 
whiyse roles are, or include, attending to organizational issues can mora 
readily proceed with consulting activities than others in the training, 
without such roles. 

Effec^ts o f Losing a Client System . Losing a client system need not 
signal a need^ to leave the training or assume that further learning is 
short-circuited. This event can be a source for s me or all of the 
following: , ^ ^ 

1. Learning more about the organization and 
organizational development work 

2. Practicing techniques of terminating a 

consulting relationship . . \ 

3. Utilizing and applying the differeotial ' 
diagnostic matrix and other diagnostic tools 
to increase understanding of OD work"' 

Activities During Training Sessions , ^ 

Increased Independence with Learning Styles . The expectation that 
trainees will manage their own time when presented with sets of proce- 
dures requiring large blocks of time results in adaptive use of the 
procedures, independent learning behaviors and satisfactory completion' ' ' 
of tasks 

Acceptance of Trainee Learning Styles by the Trainers . Allowing 

trainees to proceed with their tasks in their own way and to discover' 

and identify their own learnings tends to produce a free and stimulating 

♦ 

environment for discussion of concepts and their application. 

Trainer Feedback to Participants . The system places great emphasis 
on peer feedback and self-evaluation. However, some participants express' 
a need to hear the evaluation of the trainers. It will always be an issue 
for the" trainers to decide when to give feedback, what kind and how ^much, 
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Setting Up the Training ^ ^^-^ ' & 

Best Time for a PETC-III Workshop , Most school systems are not 
functioning enough during the sunaner to allow client system accessibility 
to trainees. -Therefore, PETC-III training within the school year is a 
more satisfying experience for the participant* 

• ' Significance of» Prerequisite Training . Completion of the minimum ^ 
prerequisite training~i?i/?5, 'IPC, INF\ P^TC-I 'and PETC-il~±s crucial _to 
a good PETC-I II experience. Without this prerequisitje training, partici-- 
pants find it difficult to utilize the- concepts, and relate to^or respond 
relevantly to a client system. If there Is* a loss of client or if there 
is a crisis in the organization, trainees without' the prerequisites ,have 
difficulty in finding something to do or learn during the training meeting 

Value of Residence -Training . Residence training provides a number 
of valuable results not possible when the training is in a "commutet:*\ 
setting. For example, there is greater group cohesiveness, more time for 
reflection arid conversation, more opportunities for consultajtion with 
trainers . ' ' ^ , 

: ' i ■ '■ " .'■ ■ _ ' • 

Some Areas for Exploration and Strengthening the S ^^ stem ♦ 

! 

Strangthening Procedures to* Assist Participants to Make Entry Into 



the Cliehu System . It appears that the system is strengthened when the 
traineips. became more active in the or^L'ent^tion' and prewotkshop ph'ases. 
They should act on behalf of the participants to assist them*in init^ial 
client *^(:ont?icts, including *actiyities such as: " 



K Helping trainees p^lan ent'^ry 

2. Providing orientation for client systems, ^prior 
to meeting consultants 

3. Providing client system with information ''about 
OD and PETC^-III training 



Enlarge .the System B y Three Days to Implement Entry Strategies . A - 
way to help trainees plan entry is to enlarge the system by one 3-day 
meeting to include^ 

D^y 1-^ A trainer meets with the TU to plan for entry 

A trainer meetd with tjie client (or their 
i^^P^esentative) to present OD work, kinds of 
' ^ things the training will include, ways in 

which they can, support the trainee during 
the practicum 

P^y 2 : TU and client representatives have initial * 
"meeting, data gathering interview, etc. 

Clarification and* signing of three-way 
agreements, after which the clients could 
leave 

Day 3 ; Complete orientation and make assignments 
for next meeting * 

Possible, Additions to the System . "For persons who may be considering 
using this system, the following activities are recommended as possible 
additions to PETC-III. ^ 

1. Revise Meetings 1 and 2 to give more emphasis 
to practxcal issues dealing with entry 

2. Instruct trainers to ^make more^ interventions 
about entry, e.g., giving advice, suggesting 
alternatives, asking questions, retrieving 
resources 

3. Provide more information to the client systems 
uealing with expectations, limitations, 
anticipated "^outcomes - _ 

4. Explore advantages and disadvantages of the 
_ trainer maintaining contact with the fclient 

^ systems on behalf of the trainee during the 
entire workshop 

5. Iden'-ify more explicitly the difference between o 
contracting by installing agency and the 
authorizer of the training, and contracting 
between trainees and their direct clients 
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Exit Issues > The system is strong in the last meeting where focus 
is- oa the individual learnings and future plans, but more ^=ittention need 
to be paid to how the trainees close their practicum relationship with 
their direct client and with its organization. 
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^Activity 1 
First Meeting 



INSTRUCTIONAL STRATEGY:' INTRODUCING PETC-III 

ORGANIZATIONAL DEVELOPMENT 



Time ^ Steps Materials ^ ^ Directions 

20 min. . 1. Getting' -Trainer 1. The^amount of time used for 
' acquainted option - this step and the activities 

selected are at your option, 
depending on factors such as: 




a. If the organizational develop- 
ment (OD) consultant^ are^not 
acquainted, select a get-" . 
acquainted exercise you enjoy 
and use it 

b. If the group is already 
acquainted (as, for instance, 
all^^re^ from the same organi- 
zation witti frequent contact) 

^ design an informal "wartn-up" 
to their being together in 
PETC-III training. 

If the evening starts with 
, dinner you may want to either 

start or complete this step at 
, ^that time. How you do it is 
Vour option. 



30 min. 2. Reviewing ^ Extra , 2. Ask the participants to turn to 

training ^ Copies of their copies of the orienpation 

expecta- Orientation materials and the agreement forms 

tions and Materials, ^ 

checking Agreements, Review these items ,briefly^ with 

perceptions Introduction them, paying particular atten- 

of Central tion to the agreements. 

Ideas, 

Schedule ' Refer jto the- training schedule, 

Charts and to the future dates of 
PETC-III meetings. 



*NOTE: Thls^ session is designed to be in the evening, followed "^by four 
days of training except when a one-day pretraining' orientation 
meeting (see page 95) has been held. In this case, review the 
activitiies of the orientation session and proceed with Step 2 
of Activity 2. ' 



INSTRUCTIONAL STRATg&Y 



Activity I 
First Meeting 



Time Steps Materials 

2* (Cont,} 



20 min. 3. Identifying 
issues 



Directions 

*Ask trainees to find the Intro- 
-;.^^duction in the book presenting 
* ^^hi "Central ;ideas (CI) for this 
system. , 

Review thia material with them. 

^'^Cpnduct a discussion about . 

' expectations of the training 
*for any needed clarif ication~, - 
using enough time for both you . 
and the trainees to be satisfied 
you have achieved clarity. • 

3. Ask the training .units (TU) to 
have a* meeting and identify 
issues 



Tell them to identify and clarify 
any current or potential issues . 
about how they will relate to 
each other and to their organi-. 
zation during PETC training. 
If there are training units 



which are individuals^ ask two 
'or three "of them to meet 
together to identify and share 
issues, of drganizational rela- 
tionship. Ask for reports 
about issues. 



*NDTE: Jung, Charles. Organizational Development in Education. Portland 
Oregon: Northwest Regional Educational Laboratory, |976. 

**NOTE: At this point call attention to how the trainer role in PETC-III 
differs from trainer roles in PETC-II. See Instructional 
Supplement: PETC-IlT Trainer Roles. 
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INSTRUCTIONAL STRATEGY 



Activity 1 
First, Meeting 



Time 



40 'aiin* 



Steps 

4. Forming 
learning 
groups 



Materials 

-Al - ^ 
Rl • 

Binders . 
Participant 
Materials, 

Handbook 



_ V Directions 

4» Distribute copies of ParttQipant 
Materials. 

\ 

Call attention to the various 
elementj^ In the materials — color 
scheme, the lifting of materials, 
purpose of procedure and resource 
papers. \ 

Call attention to purposes and 
objectives for the first 
activity* 

Ask trainees to find Resource 1, ' 
Forming Learning Groups , Review 
the article with the trainees. 

Tell the trainees to form learn- 
ing groups (LG) or form the-— " 
learning groups yourself. ^If 
'you form the learning groups, 
you may want to share your 
rationale, with the trainees. 
See instructional .supplement 
fw." additional suggestions. 

Ask learning groups to get 
acquainted end discuss ways of 
maximizing learning potential* 

Call attention to the resource 
books for sale. Make provision 
for recording receipt and pay- 
ment of book, ODSj Handbook and 
Universa I ^ Trave lev. 



*NOTE: Schmuck, Richard A. and Matthew B. Miles. Eds. ' Organization 

Development in Schools (ODS). Palo Alto, California: May field 
Publishing, 1971. 

Schmuck, Richard A. et al. Handbook of Organization Develop^ 
ment in Schools. Palo Alto California: Mayfield Publishing, 
1972. . 



ERIC 



32 



23 



Activity 1 
First Meeting 



INSTRUCTIONAL SUPPLEMENT: PETC-III TRAINER ROLES 



In, PETd-I and ir. PETC-II the roles of the trainer were primarily to 
manage the training sessions, provide resources and create a learning 
environment. Tlie roles of the trainer al.so included critiquing work 
being done by the trainees in their practicum (the Group Process Skills 
workshop and'^in ccnsultatjLon with client systems) by applying criteria 
provided. ' , 

In PETC-III the trainer roles include all of those required for PETC'-I 
and PETC-n. The critiquing role :.£or the PETC-III trainer is expanded. 
The trainer is expected to be more active with his role, although noC so 
active as to block the proc'essejs of the learning group'. 

la PETC-III the trainer can be e)cpected . to Wiction in additional ways, 
such as: 

Intervening in trainings, units or learning groups 
(especially where long periods of time are provided 
- for group work) if and when it seems appropriate , 

Listening for information on which to base a retrieval 
of relevant research or information to present to the 
trainees at appropriate times 

Confronting trainees wlfch perceptions of quality of 
work being done— applying system criteria 

Being available for consultation with training units 
and learning groups 

Providing. additional information during discussions, 
.y^-^- ^"^^fftudy time and presentations of activitie^s and* 
procedures 

In^ other words, in PETC-III the trainees can expect the trainer to take 



a 



more^actim-xole^during training sessions than was the case in PETC-I 

DtTTP—TT 



and PETC-II. 



Monitoring the projects is the other major role to be expected of the 
PETC-III trailer. The details of how this role' will be taken by the 
trainer, will be worked out with each training unit as a part of -"Planning 
Organizational Development Work" activities and will be discussed at 
length l^t that time. • 
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Instructional Supplement " Activity 1 

'First Meeting 

The^ purposes of the monitoring role' are: 

To provide guidance, support and resources to con- ^ 
sultants during the period of PETC-rlll training 

To maintain a two-way communication system between 
trainers and trainees 

To fulfill requirements and expectations of mutual 
accountability establisjied by all. parties to the 
training agreements 

To provide the opportunity for trainees to seek 
resources, help, support and guidance in planning 
and carrying out their OD work 

♦ 1. ' 
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Activity 1 
First Meeting 



INSTRUCTIONAL SUPPLEMENT: ALTERJIATIVES FOR FORMING LEARNING GROUPS 



Risks, values and possible consequences 
A* Assigning TU*'S to LG 

Risks: Not many risks 



> Values: 



Gets the job done quickly, keeps the schedule on time; 
may achieve a better possible match of complementary, 
resources 



Possible 

Consequences: People may feel less committed to others in the LG 
Asking TU*s to form LG 



Risks: 



Values : 



Ppssible 
Consequences: 



Takes longer, may create extreme ambiguity and, 
uncertainty about deciding, may"precipitate hostility 
and resentment in case a^TU experience difficulty 
joining or not feeling welcome in an LG 

Provides greater involvement, greater interaction, 
more information sharing about clients and-^aJLs of 
TU, enhances chances of greater commitment to working 
ia the LG , — 



Creates a norm of dealing with un^tructufe'avtssuesi^'^' 
of wanting to spend more time later on ,interpersojiaJL 
issues and personal growth " / 



Senior" Trainers should observe the process in Option B to" become. alerted 
to possible future incidents and issues in each LG. 



Activity 2 
First Meetihg 



INSTRUCTIONAL STRATEGY: PART I^OF ANALYZING ORGANIZATIONAL DATA 



Time 



30 min. 



Steps Materials Directions 



!• Introducing kl 
Activity 2 



Ih hours 



2. Analyzing PI 
organiza- CI 
tional data R2 
R3 



, ^'l. Form learning groups. Tell 
trainers to form them or form 
them yourself, stating your 
rationale. Ask LG to meet and 
^ share/discuss their fantasies - 
of their OD teams provided 
during orientation, 

2. Present steps to be taken in 
Activity 2 on newsprint. Review 
topics and resources. Announce 
that the first -two meetings are ^ 
heavy with cognitive information. 

Refer to Procedure 1, Review 
procedures. Call attention to 
Resource 2, Critical Issues in 
Phases of. Consultation . Ask 
them to review carefully 
Chapter, IV of central ideas. 
Say that even though Chapter IV 
' is .very much the same material 
as in PETC-II, the focus is on 
the organization at the level 
of human'.:system. They' should 
pay particular attention to the 
phases of planned change as ' 
major kinds of work. -Emphasize 
that they are to do the analysis 
called for in Procedure 1, using 

' Chapter IV as a basis. Call 
attention to Resource 3, 

. Tailoring Organizational Develop- 
ment Intelrventibns for Schools , 
vhich give emphasis to entry 
issues, ^ . 



Say that in this and the follow- 
ing exercises two things will be 
happening simultaneously. They 



— ^ ' 

*NOXB^ Form learning groups at this point if you held a one-day orienta 
^ tion with the'traineea and did not form them at that time. 
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INSTRUCTIONAL STRATEGY 



1 



Activity 2 
First Meeting 



Time Steps Materials ^ ' Directions 

2. (Corit.) ^ r \ will^e studying concepts, some 

of which will be new, and 
applying t;tj concepts to organi- 
i zational data which they have' 
\ brought with them. 

\ Stress that every effort should- 
\ be made to keep bot'h dimensions 
\ equally in focus. Ask tl^em 'to 
try to hold the study of tha 
concepts as well as their appli- 
ation to own organization in 
ension.* > ^ 



60 min. '3. Preparing 

to receive - 
and tfa giv^Z 
feedback onvt 
data 

analysis 



^P2, Part 
R3-6 



Emphasize thfe importance of 
working quickly with responses 
that come- easily to mind, not 
trying to manufacture answers. 
In\:omplete,'' unclear information 
islto be expected at this point 
in the. training. 

9 

Say that the trainers are avail- 
able for consultation not to 
exceed 10 minutes at a time . 

I 3. Review Procedure 2 with 

participants. Emphasize^tlie 
impoirtance ^of a. strategy for ^ 
asking for help ^nd for giving . 
help. Thg roles of client con- 
sultant -and —obse y/Qr wil l" be 
especially attended to during 
the exercise in Step 4. Review 
Resources 3-6. Visit each TU 
and reinforce instructions as 
needed. 



4 hours, 
30 min. 



4. Giving and 
receiving 
feedback 



P2, Part II 
P3 



30' 
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4. Use the Instructional Supplement' 
on pages 33-34 to manage the rounds < 
Reinforce objectives for this 
exercise. Emphasize that after 
completing each round the 
observer will report. 

At the beginning of each roCind 
ask consultants ' to give their 
lists of things to watch for to 
the observer for that round. 



INSTRUCTIONAL STRATEGY 



Time 



Steps Material s 



4. (Cont.) 



5 hours *5-. 



Applying 
concepts in- 
Chapter II 
to own 

organization 



CI 

R7-IL 



. Actrivity. 2 
First Meeting 

Directions 

Announce that the trainers will 
monitor thiS" exercise very 
closely and will intervene to 
give feedback on role perform*- 
ance as, well as on adherence t;p 
guidelines for critiquing in 
Procedure 3. Call attention to 
the time- schedules for phe 
exercise. 

*5. Announce that this ,activi<ty will 
. focus on Chapter II of central, 
ideas book. Review, Procedure 4 
and call attention to the sched- 
^ule as follows: -30 minutes 
individual work, 90* minutes TU 

work, 3 hours LG work. 

^ """" ' ' - ^ 

_- ' 

Call attention^ to specific pages 
of the reading assignment and 
emphasize the use of Fvisource 10. 

(jiall attention to Resource 11, 
saying that later in a" game 
setting the opporttfhity will be 
given to see how well they can 
recall the answers-^to^these 
^ questions.. 



'*NOTS: 



Chap 
pages 



t^ir 



II, Understanding the Organization as a System, 
47-54; 69-79 and 1097113: 
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INSTRUCTIONAL "SUPPLEMENT: PROCEDURES FOR THE 
THREE ROUNDS IN' LEARNi:^G GROUPS 



Activity 2 , 
First ^M^eting 



1. Defermine. the order in which the tU's are to give reports. 

' ^< ^■ 

2. Decide which TU will take the roles of consultant, observer and 
.client for each round. 

3. Each^ round will last a maximum of 90 minutes. Approximately 50 

, minutes for consultation, 15 minutes to hear observer's report; 10 
minutes^for debriefing and senior 'trainer input. Allow 15 -minutes 
between rounds for break and f or^ the fu to review their strategy. 

^. During the break between rounds each TU will have time to review its 
strategy and proc ediires-^s client, consultant and ol^server . The 
consultants can give observers a»List of things td watch for. 

5. Trainers will manage the rounds. 

6. Trainers will'keep these questions in mind: 

a. Are statements being made based on information or 
impressions? 



b. 
c. 
d. 



Are inferences being made? 

Is a picture of the organization being pres<> ^? 
Are the matrices being used- in specific ways? 

e. Are the observers .following Procedure 3, "Observers" 
Evaluation?" 

f. Are the consultants active in helping clients to 
stay in ^focus? r> ' ' / 

7. Before LG session starts, announce things you are going to be 
'watching for. 

8. If it doesn't happen in the -context of observer 's report at the end 
• of each round,' ask thd client how they felt about being helped.' and 

the way they were helpfed. 
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Instructional Supplement 



Activity 2 
First Meeting 



9. If appropriate after the first round make conmients about the 
following; 

a. Did the consultant press for what the problem is? 



i 



b. Did the consultant press for what kind of help is 
Wanted? 



c. Did , the consultant take initiative in keeping 
reporting in focus? 

d. Did the consifS^tant use matrices and phases of t 
planned change? ^ 
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^ Activity 3 
Tirst Meeting, 



INSTRUCTIONAL STRATEGY: pArt II OF ANALYZING ORGANIZATIONAL^ ATA 



Time 



10 min. 



2 hours 



2 hours 



Steps 



Mater ials 



nkr 



ections 



1. Introducing A3 
• » Activity 3 



2, Studying 
organiza- 
tional 
develcpment 
concepts 



P5 

ei 

ODS, 

R3 
Rll 



3, Analyzing P5 
entry into R3 
organization CI 



1, Refer to Activity 3, Review 
purposes, objectives ^nd^ steps. 

*2. Announce t*hat this activity 
will focus on Chapter III of 
the central ideas, and on 
139-153 Chapter 7, "E.cering and inter-. ^ 
vening in Schools" in Crganiza^ ^ 
tion Development in^ Schools 
(ODS) by Schmuck and Miles; 
and on Resource -3, Tailoring 
Organizational Developmenu 
Interventions for Schools . 

V 

Review Procedure 5 with trainees. 
Take uime to elaborate instruc- 
tions for the four parts- of 
exercise. 

Telltthem to begin. Procedure 5, 
Part I (ii^dividual worV) and 
that you will call^tite in 2^ 
hotirs to review '"instructions 
for Part II (Tll work). Remind 
, tl^m to pay attention to 
' ^ -Re^stmrce 1.1 ^ Organizational 

Developr^ht /Intelligence Quotient 
Questions , and reinforce expec- 
tation about the, use of the g-me. 

3. Review instructions for Part fl 
of Procedure 5. Ask each TU to 
manage its time carefully during 
the next 2 hours to adequately 
*^ do its analysis and to prepare 

a report to the LG. 



*NOTE: Chapter IIL, Working at Orgarxizational Devf;lopraent in Educational 
Systems, papes 117-137 and 152-166. 
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INSTRUCTIONAL STRATEGY Activity 3 

First Meeting 



Time 
2 'hours 



Steps Materials^ Directions 

4. Review Part III of Procedure 5, 
Check to be sure each TU is 
ready and reinforce the time 
^"-^ ' limits. Be prepared to supple- 
ment or critique any aspects * 
of the report. 



4. Reporting .P5 
analysis 



1 hour 



Playing the 
ODrlQ • 
questions 
garage 



P6 

Bells , 
Prizes for 

Winners 
Rll 



. Review, Procedure 6, Organiza-v 
tional Development/Intelligence 
Quotient" G^n:c ^ and explain how 
the game is to Lc played. 

Form two new groups for this 
activity . Allow 15 minutes for 
individuals to review (cram) 
questions. Say that the -inten- 
tion of the adtivity is to help 
with r.ecall of definitions of 
concepts. 

Emphasize that/ this activity is 
not a final exam, no grades will 

' be given, the competition is 
between two groups. The activ- 
ity as a way of leaV^ning has 
low priority in the system, it 
is considered valuable as a 
recreational form for higfilight- 

•ing concepts. " 

^Announce that the game is simi- 
lar to the high IQ game on 
television. The contes^t will 
be based on recalling concepts- 
from memory. Anticipate that 
the game will hold trainees' 
interest for 30 minutes. At thr 
conclusion of the game distri- 
bute large suckers to winning 
team and small suckers to losing* 
team or some other inexpensive 
tokens* 



*NOTE: One trainer will act as emcee. The other trainer will keep txme, 
keep score and judge answers. 
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Activity 4 
First Meeting 



INSTRUCTIONAL STRATEGY: 



PANNING ORGANIZATIONAL 
-DEVELOPMENT WORK (I) 



Time 

10 jni'n^ 

30 min. 



Steps 



Materials 



15 min. 



1. Introducing A4 
Activity 4 

2 . Checking 
perceptions 
ar^d feelings 



Reviewing 
guidelines 
for OD work 



P7 

P8 

R12 

R13 

R14 



4 hours 4. Planning 
OD work 



P7 
P8 

Logs^ 



3 hours 5. Reporting P7 
plans 



Directions 

!• Introduce Activity 4. Review 
purposes and objectives, 

2, Ask trainees to form trios and 
share how ^they feel :about the 
training up to now. Announce 
that after 10 minutes they will 
share with entire group, 

3, Read Procedure 7, Guidelines 
for Planning Organizational 
Development Work (I) , with 
participants. Take time to 
elaborate and give emphasis to 
the introductory paragra|5hs in 
the procedure and to review 
Resources 12 through 14 listed 
in Part I of Procedure 7. 

Go' over guidelines for work in 
>.TU and LG carefully. Call 
• attention to time limits of 4 
hours for TU and 3 hours , for LG, 

4. Reinforce the importance'^ of 
keeping Team Consultant Logs 
up to date^ 

Ask participants to work in 
training units and to follow 
guidelines in Procedure 7 includ- 
ing completion of Procedure 8. 

5. Ask participants to share their 
plans in learning groups and 
follow guidelines in Procedure 7. 
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INSTRUCTIONAL STRATEGY 




Materials 



Jo. Premeeting 
assignments 



Activity 4 
First Meeting 



Directions 

Tell participants to read ' 
First Time Out^ the appendix 
to the Participant Materials j 
before the next meeting. This 
resource may be appropriate to 
refer to frequently in the ' 
training, particularly- when 
trainees are reporting progress 
or making plans for work with 
their clients. 



*NOTE: Between meetings, remember to mail memos to participants reinforcing 
premeeting assignments. See pages 135-146 for sample memos. 
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Activity 5 
Second Meeting" 



INSTRUCTIONAL STRATEGY: 



RESPONDING TO SUBSTANTIVE ISSUES 
IN YOUR ORGANIZATION 



Time 



Steps 



Materials Directions 



10 min. !• Introducing A5 
Activity 5 



60 min, 2. Preparing'a P9 
report of " 
^ , . progress 



90 min. 



3.^ Studying 
central 
ideas 



PIO 
CI** 



*90 mixv.J' 4, €iscussing PIO 
issues 
identified. 
^ during study 

60 min. 5, Completing PIO 
progress 
^ report 



*!• Review purposes, objectives and 
steps of Activity 5 by referring 
to the. agenda. 

2. Review Procedure. 9, Report of 
Progress ; with trainees. 



3. Go over Procedure^ 10,, More 
PETC-III Concepts ; with trainee^. 

Stress that the task !Cs to study, 
, ^.frojn the CI, then identify " • 
issues and questions for the 
discussion to follow. Tell 
participants to proceed with 
Part I. 

Ask them to place a checkmark 
by the external and internal 
^ factors on pages 88-102 of the 
CI which they think are rele- 
vant' to issues in their own 
.organizations; 

4. Form new groups. Review 

* Procedure 10, Part II, with 
participants. Ask them to 
discuss" in their new groups. 

.5. Ask TU to meet and fcllow^the 
instructions in Procedure 10, 
Par;: III. 



*NOTE: Determine in advance the exact schedule of hours for each step' 
in Activity 5 and present it in Step 1. Build expectations ^ 
abqut how the steps in,.Activity 5 will follow each other. 



**NOTE: Chapter II, Understanding the Organization' As a System, 
pages 79-103. 



INSTRUCTIONAL STRATEGY 



Activity 5 
Second Meeting 



Time Steps Materials Directions 

hours .r. Reporting PU • 6* Go over Procedure 11, Guidelines 

progress , for Reporting Progress , with ' 

trainees. 

Emphasize the guidelines about 
applying concepts. 
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Activity 6 
Second Meeting 



INSTRUCTIONAL STRATEGY: 



DIAGNOSING ORGANIZATIONAL 
GROWTH AND MATURITY 



Time 



30 inin. 



3 hours 



3 hours 



Steps 



Materials 



1. Introducing A6 
Activity 6 



1)iagnosing 
organiza- 
tional 
growth and 
maturity 



Reporting 
diagnosis 



P12 



P12 



Directions 

1. Introduce Activity 6. Review 
purposes and objectives. Call 
attention to the steps and 
procedures! 



2. 



Review Procedure 12, Diagnosis 
of Organizational Growth 
and Maturity , with trainees. 
Clarify the work assignment of 
TU and 'the way of reporting in ^ 
the LG. Read page 3 of 
Procedure 12 with the partici- 
pants, reinforcing "Key Concepts 
to Remember." 

Tell participants to proceed 
with Procedure .12, Part I, 
reading CI. 

In the LG call attention to. ' 
Procedure 12, Part II, Guide - 
lines for Learning Group Work , 
the procedure for receiving and 
discussing the reports of TU. 



ERLC 
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INSTRUCTIONAL STRATEGY: " PLANNING ORGANIZATIONAL 

DEVELOPMENT WORK (I!) 



Activity 7 
Second Meeting 



Time 
10 min. 

10 min. 



Steps 



Materials 



30 min. 



3 hours 



3 hours 



1. Introducing A7 
Activity 7 

2. Considering R15 
dilemmas of 

the ODC 



3. Reviewing 
* guidelines 
for plan- 
ning OD 
work 



P13 
P14 
R16 

I 



4. Planning P15 
OD work 



5. Reporting 
plans 



Directions 

1. Introduce Activity 7. Review 
purposes and objectives* 

2. Present Resource 15, Ask 

trainees to read/ reflect on " 
dilemmas^ and write ^after the ^.^ ' 
instructions on the resource 
, paper. Ask them to share' their 
ideas and thoughts. Allow a 
few minutes for discussipn. 

3. Call attention to Resource 16 
and elaborate on the major y 
kinds of work as it relates - ^\ 
to planning OD work. 

Read Pracedure 13, Guidelines 
for Planning Organizational 
Development Work (II) , with 
participants. 

Clarify and emphasize each acti- 
vity in Procedure 13, Encourage 
trainees to make use of resources 
listed when appropriate. In 
particular, call attention to 
Resource 16, The Phases of Con- \ 
sultation as Major Kinds of Work (11) . 
Review expectations for reports 
to the LG, 

4. Ask participants to 'work in TU 
and follow instructions in 
Procedure 13, Part I, 

5. Ask participants to report 
their plans in LG using guide- 
lines in Procedure 13, Part II. 



4b 
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INSTRUCTIONAL STRATEGY ^ Activity 7 

Second Meeting 



Time 



Steps 



Materials 



5 min^ Premeefeing R18 

. assignments R19 



Directions 

*6. Tell participants to study 
Resource 18, Models and Their 
Functions and Resource 19, The 
Power of Abstraction — Model 
Building As A Way of Life before 
the beginning of Meeting 3. 



*NOTE: Between meetings, remember to mail memos to participants 
reinforcing premeeting assignments. 
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Activity 8 
Third ^ee-ting 



INSTRUCTIONAL STRATEGY: IDENTIFYING CRITICAL ISSUES IN 

THE PHASES OF CONSULTATION ^ 



Time 



10 min* 



Steps 



Materials 



10 min. 



30 min. 



60 min. 



60 min. 



1.^ Introducing A8 
^Activity 8 



2. Introducing P16 
Procedure 16 R3 
R16 
*CI 



3. Sharing 
news about 
OD work 



P16 



4. Preparing P16 
brief R2 
summary of 

OD work and 
identifying 
critical 
issues 

5. Presenting P16 
reports 



. l)irections > 

1. Call attention to the memo sent 
between Meetings 2 and 3 and 
review emphasis for each. activ- 
ity and block of time during 
three days- of Meeting 3. Present 
the agenda for Activity 8. 

2. Preseat Procedure 16, R eport of 
Cri^ibal Issues in the Phases 

. of' Consultation . Encourage 
trainees to review ^ First T^Lme , 
Out for any clues they -may -get 
on what is happening to them. 
Clarify assignments for Steps 3 
through 5. Give , emphasis to • . 
Resources 3 and 16. Call atten- 
tion to time^^limits. Announce 
the time when the LG will meet. 

3. Conduct sharing for Procedure 
Part I. Invite.- participants to 
share anything they consider 
"good news" or "bad news" about 
the work they are doing in OD. 
Manage the sharing sessions so 
that^^^it will move along and 

- keep the interest of the group.' 

4. Tell "participants^ to follos^-.the 
instructions in Part II ^f 

- Proc'ediire^ 16. 



5. Review the purpose of reporting 
and ask p^rcicipants to present 
their reports. 



*NOTE: Chapter IV, Diagnostic and Planning Tools, pages 171-179. 
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Activity 9 
Third Meeting 



INSTRUCTIONAL STRATEGY: COLLECTING 'INFORMATION FROM SELF 

AND OTHERS ABOUT SELF AS CONSULTANT 



Time 



Steps 



Materials 



•Directions 



10 min» 1. Introducing A9 
Activity 9 

15 min* 2. Introducing P17 

Procedure Chart of 

17 Schedule 



30 min. 



Reviewing 
Chapter V 
of CI 



CI 



1* Present the agenda for 
Activity 9* 

2. Present Procedure 17, Collection 
of Data from Self and Others.. 
Explain in detail every step to 
be taken. -Reinforce that most^ 
of the work will be done 
individually except the times 
for interviews with others 'in 
the workshop. " ' 

Announce that the work in 
Activity 9 will fo^ the basis 
for work in Activ/ty 10. 
Present newsprint? .chart of 
actual clock tin^ for the 
procedures . 

*3. Ask participant's to review 

Chapter V of the central ideas. 




ERIC 



*NOTE: Call attention to the significance of the material in Chapter V 
for applying the differential matrices to se^ and for 
determining priorities for personal growth* Reinforce that the 
work of this activity is basic to the work xo be done i 
Activity 10* Encourage the participants to take the initiative 
in collecting data from others during Part II of Procedure ^l?. 

Chapter V, Planning Your Growth, pages 217-226. - 
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INSTRUCTI'^NAL STRATEGY 



Activity 9 
Third Meeting. 



Time 



Materials 



Directions 



\ 



3h hours 4. Collecting P17 
data from 
self and 
others about 
consultant 
^ self •/ * 



4. Ask participants to carry out « 
the four activities outlined in 
Procedure 17 t 



30 min. Part I: 



60 min. Part II: 



60 min. Part III: 



30 min. Part IV: 



My World as 
a Consultant 
My Maturity 
as a Consultant 
A Diagnosis of 
Me as a Human 
System 
Recording 
Insights and 
Questions 



Announce that you will call 
time, at the end of each per.iod 
indicated on Procedure 17. 

Place the above four activities, 
on newsprint to serve as a 
reminder for the time schedule-; 
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.Activity 10 
Third Meeting 



INSTRUCTIONAL STRATEGY: 



GIVING AND RECEIVING FEEDBACK 
ABOUT CONSULTANT SELF 



Time - Steps 

5 min. !• Introducing 
Activity 10 

^ 

15 min. 2. Reading 

Resource 17 



15 min,*" 3. Introducing. 

^ Procedure 18 



30 bin. 



30 min. 



/ 

4. Filling in 
quadrants 

5. Making 
additions 
to " window 



Materials Directions ' . 

AlO *1. Present the agenda for 

/ Activity 10. 

R17 2. Ask participants to read ^ 

Resource 17, Using the Johari 
Window Model to Increase 
Awareness of Self as Consultant , 

P18 . **3. Read Procedure 18, > The Giving 

and Receiving of Feedback About 
Consultant Self with partici- 
pants, taking time to elaborate 
the instructions carefully. 
Indicate that the work in'' 
^Procedure 18 is based on the 
work of Procedure 17. 

Place on newsprint the actual" 
clock times for the procedures. 

Pl8,' 4. Direct trainees to get started 

Part I with Procedure 18, Parf I. 

^ 5. Announce that it is time to 
Part II start Part. II. 



*NOTE: Introduce this activity by referring to the high points in 
* Chapter V. Take time to receive questions about the Johari 
Window, Resource 17, and to provide elaborations., as needed. 
In presenting Procedure 18, call attention to J^e "importance of 
giving and receiving feedback, practicing comminication skills 
of paraphrasing and perception checking. Encofirage train^^es to 
give the exercise a good try. Provide encouragement for doing 
this activity. 

**NOTE: I^ is important for the trainers to"st^y out of the entir<^ pro- 
cess in Procedure 18. The raat^^r^al generated in 'Steps 4 and 5 
has the potential for providing the learning groups with ample \ 
information and support to conduct a session for giving and 
receiving feedback. 



INSTRUCTIONAL STRATEGY 



Time . Steps Materials 

2 hours 6. Giving and- P18, 

receiving Part III 
feedback 

30 min^ 7. Reviewing' P13, 

and Part IV 

revising' 

own window 



Activity 10 
Third Meeting 



Directions ' 

<r 

6. Announce that it is time for 
Part III and that they have 
2 hours for this task. 

7. Ask them to work alone and fill 
in new Johari window as 
appropriate. 



IN^RUCXIQNAL STRATEGY; CREATING MOD'^LS 



Time 



60 mln. 



9.0 min. 



30 min. 



Steps 



Materials 



5 min*. 1, Introducing All 
Activity 11 

10 min. 2. Introducing P19 
ft Procedure R18 
19 R19 
R20 
R21 



3. Studying 
models 



P19, 
Part I 



4, Constructing P19, 
a model Part II 



Activity 11 
Third .Meeting , 



Directions 



i^o 



5. Discussing ?19, 

models Part III 



1. Present the agend^/for 
* Activity 11. 

*2, Read Procedure 19, Creatir 
. -^ of . a Model s ;>.ith participants. 
Take time to elaborate 
instruction^ carefully. 
Call attention to Resources 

^ 18 and 19. Resources 20 and 
^ 21 are part of the assignment 
in Procedure 19. Say that 
models are 'very ^useiJul tools to 
help participants explain what 
they do ia OP wofk. Place on 
newsprint t.h . actual times fpr 
the procedures, 

o 

3. Ask trainees to carry out the 
activities called for in Part I 
Procedure 19, 

4. Tell TU to- meet in their LG to 
share reports and to construct 
a model. for" linking data to » 
diagnosis to intervention. 
Part II, Procedure 3 9. 

5. Co,nvene a general session and 
ask pr-^^-icipants to desr/.he 
their .-jdel and to share uheir 
experience of model building. 
Part III, Procedure 19. 



*NOTE: An additional resource to have available is Lippitt, Gordon. 
'^Visiatizing Chai:ge: Model Building and the Chanre Process. 
La jolla, California: University Associates 19/5 • 



Activity 12 
Third Meeting 



I'NSTRUCTIONAL STRATEGY: PLANNING ORGANIZATIONAL DEVELOPMENT WORK (III) 



.Time 
10 miij. 

15 oln. 



Steps 



. Matei^lals 



1. Introducing A12 
Activity 12 

2. Reading' R22 
Resource 22 



10 min. 



3. Introducing P20 
procedures R22 
for planning R23 
OD work 



Directions 

,1. Present the ^nda of Activity 
12. • . 

»2. Ask participants' to read ^' 
Resource 22, The Organization 
Development Consultant as 
Theorists (I) . Explain that 
this model of reconstructing 
a theory will be used for 
critiquing invervention plans 
presented to the .LG. Announce 
that between Meetings 3 and 4 
trainees will receive an 
assignment to produce a script 
based on a situation they know 
well. This script will serve 
as the basis' for LG work in 
Meeting 4. 

Give emphasis to material on 
page 4 Of Resource 22. 

*3. Review Procedure 20, Guidelines 
■for Planning Organizational 
Development Vork fIII) « with 
participants. Take time to 
give emphasis to the Ideas 
, \xx Resource 22 and the 
significance of this paper 
for theorizing uaing Plirc-III 
concepts. Reinforce the role 
of the TU reacting to reports 
in LG as an opportunity to put 
in practice the ideas suggested 
in Resource 22. 

Call attention to Resource 2^, 
. Checklist of Some Important 
Concepts^ from PETC-III and its 
usefulness for planning OD work. 



. — ^ — , — 

*NOTE: Resource 23 is not intended to be inclusive. The trainer may 
wish to adapt this list to fit che needs of the group. 
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INSTRUCTIONAL STRATEGY 



Activity 12 
Third Meeting 



Time Steps Materials . Directions 

3 hours 4. Planning P20 4. Ask participants to work in 

OD work their TU and follow instructions 

in Part I of Procedure 20, 



3 hours 5. Reporting P20 
plans 



5 min. 6. Premeeting P21 
assignments 



5. Ask participants to report their 
plans in LG using guidelines 
in Part II of Procedure 20, 

*6. Tell trainees to prepare 

Procedure 21, Intervention Case 
Papers , before the fourth 
meeting. Take time to e:<pl3in 
how to do the work called for. 
Ask them to bring this assignment 
to the next meeting. 



*NOTE: Between meetings, remember to mail memos to participants 
reinforcing premeeting assignments. 




Activity 13 
Fourth Meeting 

INSTFUCTIONAL STRATEGY: EVALUATING INTERVENTION THEORIES 



Time 



Steps 



Materials 



Directions 



35 min. 1. Introducing A13 
Activity 13 



15 min. ' 2. Reading 



R22 

R24, 



10 min. 3. Introducing P21 
Procedure 22 P22 
P23 



60 min. 4. Preparing P21 

the case P22 

study P23 

90 min. 5. Recon- P22 

structing P23 
intervention R22 

theory R24 



1. Present on newsprint an over- 
view of the three days. 
Identify topics, schedules, 
expectations, procedures and 
resources. Review the agenda 

for Activity 13 with participants. 

2. Review Resource 22, The Organi- 
zation::.! Development Consultant 
as Theorist (I) , with partici-- 
pants and ask them to read 
Resource 24 which is an elabo- 
ration and contains additions 
to Resource 22. Take time to 
give emphasis to the key ideas 
in Resource 24. 

3. Call attention to Procedure 21, 
premeeting assignment, and 
review Procedure 22 with partici- 
pants. Take time to explain 
each part of the procedure. 

<*4. Tell trainees to proceed with 
Procedure 22, Part I and 
Procedure 23. 

5. Tell trainees to proceed with 
Procedure 22, Part II ard , 
Procedure 23. 

Form ..trios of TU across LG. 
Give each TU in a trio,, a number 
from one to three. ^- Ask them to 
exchange cases within a trio as 
follows: 

TU2 gives case to TUl 
TUl gives case to TU3 
TU3 gives case to TU2 



*NOTE: It would be extremely advantageous in doing Steps 4 and 5 if 
some copying facility (Thermofax or Xerox) could &e available. 
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INSTRUCTIONAL STRATEGY 



Activity 13 
Fourth Meeting 



Time 



Steps 



3 hours (n^ Reporting 
and 

dialogue 



Materials Directions 

P22 - 6. 'Ask trainees to proceed with 
P23 Procedure 22, Part III. - 

V Present on newsprint a chart of 
the three rounds in Part III of 
Procedure 22, identifying each" • 
' " TU,on the chart to- facilitate 

the round. .Use the diagram 
^ below. ' 



First round: 
Tl 7— ^T2 



t 

T3 



Second round; 



T3- 



t 

T2 



-Tl 



Third round: 



T2 



-T3 



Before starting its report, 
each TU should give a copy of 
the reconstructed theory to 
observers. 



Activity 14 
Fourth Meeting 



INSTRUCTIONAL STRATEGY: INTRODUCING THE PROCESS OF DESIGNING 



Time 
5 min. 

20 min. 



10 min< 



Steps 



1 . Introducing A14" 
Activity 14 ■ 

2. Introducing R25 
Resource 25 



3* Forming 
design 
teams 



Materials Directions 

1. Review tie. agenda for 
Activity 14 with participants. 

2. Introduce the idea of designing 
as a basic area of skills for 
consultants and"" interventionists, 

^Distribute a copy of The Univev^ 
sal Traveler to each participant, 
(Resources. 25 and '^6) 

Tell the participants to read 
pages 16-28 in The Universal 
Traveler listed on Resource 25. 
**Say this is an introduction to 
the process, of designing. 

*-^3. Announce that at this time 
design teams will be formed. 
Say that the only thing the 
^trainer wants to insist on is 
that the tearas^ consist of two 
persons. Indicate the reason 
is expediency due to time 
constraints. Invite the 
trainees to indicate any prefer- 
ences they have 'for a teammate 
. and to do any "negotiating needed. 



*NOTE: This book may have been purchased by participants during' the 
* pretraining orientation meeting. 

Koberg, Don and Jim Bagnall. The Universal Traveler, Los Altos, 
California: Kaufmann, 1974. 

**NOTE: In case of a group ot more than 12 participants, form teams so ' 
there are no more than six teams to report. 

4 
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INSTRUCTIONAL STRATEGY.^ 



Activity 14 " 
Fourth Meeting 



Time Steps Materials Directions 

20 min. 4. Warming 4. Give each team a sheet of news- 

up to ' print and a pen. Tell them to 

creative take one minute and write all 

problem the ways they can think of to 

solving use a: 



10 min. 



hours 



2 hours 7. 



Introducing 
Procedure 24 
and 

Resource 26 



P24 
R26 



6. Designing 
an event 



Sharing 
and 

discussing 
designs ,and 
experiences 



P24 
R?5 
R26 

P25 



- Paper clip 

- Rubber ball in the house 

- Aluminum foil outside 
the house 

- Ball point pen 

5. Review Procedure 24 with the 
participants, reinforcing the 
reporting and discussing 
aspects of . the instructions.^ 
Call attention to ^suggested 
pages on Resource 26 and say 
it is an elaboration of 
Resource 25. 

6. Instruct participants to follow 
guic!elines in Procedure 24. 



7 . Convene the group and review 
Procedure 25 calling particular 
attention to the ground rules.. 

Ask trainees to take 2 minutes""' 
to reflect about the questions 
on Procedure 25 before 
beginning the discussion. 
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Activity 15 
Fourth Meeting' 



INSTRUCTIONAL STRATEGY: PLANNING ORGANIZATIONAL 

DEVELOPMENT WORK (IV) 



Time Steps Materials 

5 min. 1. Introducing A15 
Activity 15 

15 min. 2. Introducing P26 
Procedure 26 P27 
R26 
R25 
R26 



3 hours 3. Planning P26 
CD work 



Directions 

~ ^* « 

1. Present the agenda -for 
Activity 15. 

*2. Make announcements pertaining 
to the fifth meeting and the 
gala celebration the evening 
of the third day. Build expec- 
tations about terminating the 
training, or continuing the OD 
project. Announce that 
Procedure 28, Premeeting Assign- 
ment, for Summarizing PETC-III 
Organizational Developmea-t Work , 
should be filled in and brought 
to the final meeting. 

Review Procedure 26 with partici 
pants. Emphasize that this 
planning session provides the 
opportunity to put into opera- 
tion many of the ideas and con- 
cepts found in Resource 22 and 
24, Resource 25, The Design 
Process as a Problem-Solving 
Journey , and Resource 26, The 
Universal Travel Agency . Call 
attention to Resource 27, List 
of PETC-III Resource Papers . 

AnnouncfiJCiat the work in LG 
will focus on- how well the,XU . 
has taken into consideration 
the concepts and ideas about 
intervention theory and. design 
process. 

3. Ask participants to work in TU 
and follow instructions on 
Procedure 26. 



*NOTE: Between meetings, remember to mail memos to participants 
reinforcing premeeting assignment. 

S'4 
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INSTRUCTIONAL STRATEGY 



Activity 15 
Fourth Meeting 



Time 



Steps 



Materials- 



3 hours 4. Reporting P26 
plans 



Direr&tions 

4. Ask TU to report plans in LG 
following guidelines in 
Procedure, 26, Part II. 
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Activity 16 
Fifth Meeting 




INSTRUCTIONAL STRATEGY: REVIEWING ORGANIZATIONAL 

DEVELOPMENT WORK 



Time - 6teps Materials 

5 min. 1. Introducing A16 
Activity 16 



15 min. 2. Introducing P28 
Procedure 29 P29 



Directions 

1. Welcome the participants to 
Meeting 5 in any way that seems 
appropriate. Provide an over- 
view of the four agendas for 
the meeting. Review the agenda 
for Activity 16 in detail. • 

*2. Review Procedure 29, Final 

Report of Organizational Develop- 
ment Work , and emphasize the 
importance of the home assign- 
ment (Procedure 28) . 

Announce that this will be the 
final session in which consider- 
ation will be given to the OD 
projects. 

Say that the work done in the 
rest of the meeting will focus 
on the individual trainee as 
consultant. 



90 min. 3. Summarizing P29, 

OD* work . Part I 

P28 
**CI 



Suggest an appropriate time 
schedule. 

3. Direct trainees to proceed with 
Part I o*" Procedure 29. Tell 
them to Dianage their own time. 

Say that you will check with 
each TU in one hour and 15 
minutes to alert them to the 
need to. move to Step 4. 



*NOTE: Procedure 28, P remeeting Assignment for Summarizing PETC-III 

Organizational Development Work , will be the basis for .work on 
Procedure .29. 

**NOTE: Chapter II, "Understanding the Organization As a System, 
pages 55-69 and 102-108'; Figure 11, page 127; Figure 14, 
page 174.'* 
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INSTRUCTIONAL STRATEGY 



. Activity 16 
* Fifth Meeting 



Time 

2-3 
hours 



3 hours 



Steps 

Preparing 
final 
report of 
OD work 



5. Presenting 
final 
reports 



\ 

Materials Directions 

P29, 4. Visit each TU to check for needed 

Parts I clarification of Procedure 29, 

and II Part II. Remind them to review 

PI, Resource 2, Critical Issues in 

Meeting 1 the Phases of Consultation and 

R2 Resource 3, Tailoring Organiza- 

R3 tional Development for Schools . 

Remind the TU of the time at 
which the LG meeting will start. 

P29, 5. Meet with the LG ^nd participate 

Part III as appropriate. Keep time. 



Activity 17 
Fifth Meeting 



INSTRUCTIONAL STRATEGY: 



EVALUATING INTERVENTION STRATEGIES 
AND TECHNIQUES 



Time 



5 min* 



15 rain, 



Steps 



Materials 



4 hours 



6 hours 



1. Introducing A17 
Activity 17 

2. Introducing P30 
Procedure 30 



3^ Studying 
assign- 
'raents and 
preparing 
presentation 

4 . Making 
presenta- 
tions 



P30, 
Part I 



P30, 
Part 11^ 



Directions 

1. Review purposes, objectives and 
steps. 

2. Read Procedure 30, Evaluation 
of J^ervention Strategies and 
TecrmiqueS ) with participants. 
Take tirae to go over the steps, 
proceclures and guidelines. 
Provide necessary elal^orations 
and clarifications. Ask partici- 
pants to form tearas of two 
persons each. Encourage people 
to get together with people 

' Ihey have not worked with. 
' Assign each team one of the 

^resources listed on^ Procedure 30, 

page 4. 

3. Tell participants to complete 
the worl^ called fof in Part' I 
of ^Procedure 30. 



4. Review P : II of Procedure 30 
with the participants and con- 
duct the presentation sessions. 
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Activity 18 
Fifth Meeting 



INSTRUCTIONAL STRATEGY: 



CONSTRUCTING OWN DIFFERENTIAL 
INTERVENTION MATRIX 



Time 



5 rain. 



15 min. 



Steps 



Materials 



90' min. 



30 rain. 



90 min." 



1. Introducing AIS 
Activit;y 18 ' R29 



2. Introducing P31 
Procedure 31 ,R28 



3. Constructing P3l * , 
own DIM ^ Newsprint 



A. Inspecting 
matrices 



5. Sharing and 
discussing 
matrices 



c 



Directic>iisL . / 

1. Review purposiBs, o]&jectives and 
steps for Activity 18. Collect 
Resource 29 from the participants 

2. Read Procedure 31, Construction 
of a Differential Intervention ^ 
Matrix , with trainees. Clarify 

, and elaborate each step thay 
will take in order to construct 
their own DIM. Remind them 
that they would not be in 
PETC-III if they were jpqt . />. 
already able to do a numbe.r of 
intervention strategies, tech-., 
niques and procedures. Call' 

"attention to Resource 28, 
Intervention Chart . 

-3. Ask .them to work individually 
* and consult with others when - 
'r\eeded.. Request that appoint- 
ments be made with others they 
wish to consult. 

Eaj/hasize that the product 
achieved, through this activity 
has the potential to be a handy 
dandy quick reference of their ' 
"collection" of interventions . 
\ - This "collection" should 

iufl uence intervention decisions 
•in future consulting. 

4. Ask them feo display their DIM 
for the '-total group to seie, " 
inspect^ ask questions. 

5. Ask them to jshrare^and discuss 

^ their DIM vrafk in' the LG or in 
the total group. 



INSTRUCTIONAL STRATEGY 



Activity 18 
Fifth Meeting 



Time' 



Steps 



Materials 



Directions 



6. Gala 

celebration 



6, Conduct a gala celebration. 

This celebration can. take vari- 
ous forms and can be held 
immediately following Step 5 or 
at any other time convenient 
to .the schedule. For' example, 
before-dinner snacks and^^rinks, 
a dinner, after d^inner dessert, 
budget lunch. f 

During the gala take Polaroid 
pictures of each participant 
■ for -use in Activity 19~attach 
them, to copies of Resource 29 • 
Do not Veveal the reason for 
taking the pictures. 



Activity 19 
Fifth Meeting 



INSTRUCTIONAL STRATEGY 



BUILDING A FUTURE FOR YOUR 
CONSULTANT SELF 



"30 min* 



15 min. 



60 min* 



60 min* 



Steps 

1 . Introducing 
Activity 19 



Introducing 
Procedure 32 



3h hours 4, 



Materials 



A19 



Directions 



P32 
R28 
R29 
R30 
R31 



3- Writing P32'' 
statements y?l7 
about pre-^ F18 
sent and'' P31 
future '"cn- Chart 
sul£auc s^xf 



Making P32 
appointrtents; 
intervi »wing 
and being . 
interviewed 



5. Reflecting 
and 

restating 



Bix^fly review the agenda fojp^ 
Activity 19, emphasizing th'e 
nature of the session/ 
training exit. 



2. Read ^Procedure J2,. Your Future 
as a Consultant ^ witfi p^rtici- 

^ pants ♦ Take time for needed 
claiTif ications. Distribute 
Resoyjfce 29 and call attention 
tp/'the usefulness of Resource 30 
/and Resource 31. Also call 
/ attention to Procedure 17, 18 
and 31 as helpful resources 
for this task. 

3. Instruct participants to p'*o- 
ceed with Part I of rroceaure32* 
During this time post the large 
appointment chart (see Instruc- 
tional Supplement) you have 
prepared ahead^of time. 



4. Encourage participants to 

record their appointment^. Say 
this will reduce confusion and 
overlappipg appointments. 

Remind people, to block out time 
fo^ both persons in ah interview 
time block. t 

Be ready to help with getting 
appointments clarified. 

P32, 5. Instruct participants to proceed 

Part III with Part III of Procedure 32. 

Reinforce the importance of 
writing the 1-minute statement 
called for. 
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INSTRUCTIONAL STRATEGY 



Aciivity 19 
1^ lich" tieeting 



Time Steps Materials Directions 



60 min, 6. General 

discussion 



6, Convene the total group in a 
discussion setting. 

Start the discussion by asking 
each person in turn to read 
his/her statement. 



Continue the discussion as long 
as it seems productive. 

Close the discussion and train-* 
ing in any way which seems 
appropriate at the time. 
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APPOINTMENT CHART 







NA 


MES (alphabetically to expedite matters) 


TIME 


















3:15 


















/. •MA 






- 












4:45 






1 












! 

8:30 


















9:15 
















- 


10:00 


















10:45 
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ADDITIONAL PARTICIPANT MATERIALS 

This section contains a sample of all additionalNmafterials used 
with participants in the PETC-III workshop conducted in Seattle between 
February 1 and July 11, 1975. Included are sample orientation materials 
and preworkshop assignments which were distributed during a one-day 
orientation meeting held 30 days prior to the start of the first meeting 
of PETC-III, The training" design calls for ^ach participant to receive 
a mailing between each of the training meetings. The purpose of these 
mailings is: 

I To maintain contact with the participants 

I To provide information about the next meeting 

To make assignments 
/ To provide additional resources and input 



7;/ 
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Northwest 
Regional 
Educational 
Laboratory < 




710 S W Second Avenue • Portland. Oregon 97204 • Telephone (£03) 248*6800 



ANNOUNCEMENT OF ORIENTATION MEETING 



Subject: PETC-III, Organizational Development Training 



We are pleased to know that -oon you will be ready to participate in 
the PETC-III training sponsored by the Seattle School District. 

The preliminary agreements between the school district and the Northwest 
Regional Educational Laboratory (NWREL) have been reached and the dates 
for the five meetings have been confirmed. The list of dates is attached 
to this letter. 

An orientation session has been scheduled to be held at Rainier Beach 
High School, Pod //3 on February 1 from 9:00 a.m. to 4:00 p.m. At this 
meeting we will accomplish the following: ' 

1. Discuss and clarify all system's requirements and 
agreements. See orientation mar^ial\a''tft^ched. 




2* Form basic training groups^, --v 

3. Complete the three-j^\a^reemen;t req\pred to participate 
dn PETC-III, inclu^n^tK^^\dWNLfication of possible 
client systemsv\^TH^^,agre^eAt'*\}iU h'^ signed by you, 

• NWREL, and th% I^xsvtript\-^epresfentative authorizing your 
. particii)atipn.*^y %.^cQpjK.o^'<Ke three-way agreement is 
\ attached yovi^-^nf^rma'tion. 

4. Receive alia^-^a^i^ assignments to be completed before 
' the first iirteeti^g. These preworkshop assignments will 

bG presente5*-^d carefully explained by the PETC-III 
trainers. The success of the activities in the first 
four' days of training. Meeting I, depend entirely on 
your completion of these assignments, 

5. Respond to your questions about the training and provide 
information about books to be purchased. 

We are encouraged by the possibility that Wade Haggard and Hal Reasby 
may be able to spend a couple of hours with the total group on February 1 
to clari^fy the three-way agreement. 
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PETC-III 
Page Two 



If you need any information about participating in PETC-III training 
before the orientation session on February 1, please call COLLECT Bill 
Ward at (503) 248-6868: ^In case Bill is out o*f the office, ask for 
either Ruth Emory or Reae Pino, PETC-III trainers- 



We want to express our appreciation ;f or aj 
throughout this period x>'i preparation^for g^ 
"the ground. We look forward. to meel^nk you p\ 
you. 

Sincerely, 



William T. Ward 
Coordinator /"^N 
Office of Field ^^glatiofis^^ 

and Disseminati^al^]^ \ \ 
Improving Teaching^-Q^mipetencies 

Program \Jiy 




work you have done 
^g^PETC-III training off 
illy and working with 



Ruth Emory 
Staff Specialist 
Improving Teaching Competencies 
Program 



Rene F. Pino 
Staff Specialist 
Improving Teaching Competencies 
Program 



RFP:lob 
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PETC-III "SEATTLE B' 
Meeting Schedule 
1975 



First Meeting: 



Saturday, February 22 
Sunday, February 23 
Monday, February 24 
Tuesday, February 25 



Second Meeting: 



Thursday, March 27 
Friday, March 28 
Saturday, March 29 



Third Meeting: 



Fourth Meeting: 



Fifth Meeting: 



Thursday, May 8 
Friday, May 9 
Saturday, May 10 



Sunday, June 1^ 
Monday, Jun^\ ^\ \ 
Tuesday^^neNs \ ^ J 
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PETC-III Three-Way Agreement 



THREE-WAY AGREEMENT 



The following are agreements mutually arrived at by the persons signing 
them. They represent expectations of all concerned and provide the 
necessary clearances for the trainees to conduct an orgcaizational 
development project as the practicum for training in the NWREL instruc- 
tional system Preparing Educational Training ConsultantE- Organiza- 
tional Development (PETC-III) . These agreements serve the purpose of 
clarifying expectations and are not legally binding. 

A. PETC-III participant agrees to: 

1. Complete preworkshop assignments which will be mailed one month 
priot to the first training meeting and which will take about 
eight hours. ■ 



2. Participate in a total of 17 days o 
period of six to eight months as f 



First Meeting: 



3. 



Second, Thir 
Fourth Meet 



Identify 
specif iei 
starts . 





aining sessions over a 



:00 a, 



m. to 



.ays, each day 9:00 a.m. to 



ur days, each day 9:00 a.m. 
5:00 p.m. 



to 



iiy^a need for change or improvement, or a well- 
of need in the organization before the training 



Design and conduct an organizational development project which 
will require about ten days of work to complete, making plans 
during the training sessions and implementing them in the time 
between training meetings (about 45 days). 

Come to agreements with the organization about how financial 
requirements are to be met. 



Name 



Name 



Name 

7. 
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Agreement, PETC-III 



B. Official representative of the organization author izirg the training 
of the 'PETC-III participants agrees to ; 

1. Authorize each participant to spend time as follows: 8 hours 
of preworkshop assignment, 17 days of training meetings and 
about 10 days conducting the project. ^ 

2, Check with participants about arrangements for other expenses, 
such as the. purchase of one or two resource books, clerical 
expenses necessairy to conduct the project, travel and expenses 
for attendance at the training meetings^ etc. (Five trips = 
^17 days) 



3. 



3, 
4. 



Provide necessary communication within the organizational unit 
involved to legitimize the activity of the participant while 
conducting the project. This communication may take the form 
_pf^ a memo, or a meeting with/t^ose affected, or any other means 



of communication which 
participant by the organis 
development activity an<; 
will be 'given by the orgl 
is being conducted. 



The Train 



1. Negot 

for the pa 




the support of the 
thprizing the organizational 
tion that cooperation 
nit in which the project 



for 



Organization 



Position 



agrees to t 



iay organizational entry to establish support 
ipant. 



Conduct the training design, which includes preworkshop assign-- 
ment, 17 days of training meetings. 

Provide all training materials. 

Make arrangements for the place in which training meetings will 
be conducted. 



Provide additional resources as appropriate to the training 
design and as needed by participants. 



Trainer /Ins taller 



Trainer / Ins taller 



INTRODUCTION TO PETC-III .TRAINING 

Objectives and Requirements 

This document is written to be used by potential participants in 
PETC-III: Organizational Development training, by the organization in 
which the participkr^t will be worJcing, and by the installers of the^ 
training. It contains^ information to be taken into account when reach-? 
ing agreements with all the parties involved in the training. It sets 
' .forth what is expected of all those affectea by the training and what 
is involved in participating in a PETC-III program. 

PETC-III: Organizational Development is the third unit in the 
Preparing Educacional Training Consuffants program of the Improving 
Teaching Competencies Program of the Northwest Regional Educational 
Laboratory (NWREL) . Potential participants have met all the prerequi- 
sites to be eligible for this training. The prerequisites include 
completion of PETC-I: Sl.ills Training, PETC-II: Consulting, and 
participation in the following NWREL programs: Research Utilizing 
Problem Solving (RUPS), Interpersonal Communications (IPC), Interper- 
sonal Influence (INF), and System Approach for Education (SAFE). 

PETC-III Training Plan ' ^ 
^ PETC-III training is spread over a time period of six to eight 

months. During this period the trainee will do the equj ralent of one 
day of preworkshop assignment, attend sevente^ days of training 
meetings, and spend a minimum of ten days conducting an organizational 
development project. It is possible that a trainee may conduct a 
project in an organization other than his own, although this is not the 
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preferred route for the training, 
approximately as follows: 



The time spread for the training is 



The first meeting will start with an evening session in cases 
where a full day of orientation cannot be held, followed by 
four days of training >6essions from 9:00 a,m. to 5:00 p.m. 



Month I 


Month 2 


Month 3 


Month 4, 


Month 5 


Month 6 


Month 7 


Month 8 


preworkshop 
assignment , 
I day 


4-day'' 
workshop 
nee ting 


3-d^ 

workshop 

meeting 




3-day 

workshop 

meeting 


3-day 

workshop 

meeting 




4 -day 

workshop 

meeting 



^NOTE: There are approximately 30 to 35 days between workshop meetings 
' ' for CD "project work with client groups- 



PETC-III Costs 

The chief costs of PETC-III training are time and energy. The 
participant will spend about 38 days in the training^. Expenditure of ^ 
energy comes with the work required which includes, attending all meetings, 
studying, planning the project, pari-icipating in the critiquing of , 



the work of other trainees, conducting the project, developing and'' 
maintaining organizational relationships appropriate to' the project. 

In addition to time and energy there is a moderate cash outlay 
needed. The participants will be asked to buy at least two books, 
totaling between- $20 and $25. Probably there will be expenses involved 
in duplicating materiais used in conducting the project. If the train- 
ing meetings are held in a place away from the residence of the partici- 
pant, expenses will need to* be provided for. It is expected that the 
trainee's and the organization will work these matters out, 
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The training materials wiil consist of a theory book of ^central 

-\ ideas and the participant materials. The central ideas book contains 

\ 

i 

the major theoretical and knowledge inputs for tht training. The partici- 
pant materials contain pi^cedure sheets needed by the participants 

during the training as well as resource sheets for designing and 

\ 

tionducting the project. 

• ^ - I 

\^mat the Organization Gains for Its Invessmeht in PETC-III Training 

The organization gains a new functional capacity through its new 

< \ 

OD consultants to diagnose system needs and 'to produce appropriate OD 

^ anjt^vehtions. The OD consultant is prepared to do the following for 

the organization: 

Involve the organizat^o^ in the diagnosis of change needs and 
» v., in the identification o#-a change effort 

« > 

''Help the organization Co stay focused on normative and 
structural change if the organization so desires 

Manage the implementation of plans to bring about an increased 
functional capacity of the organization . 

Either bring about an end to the consulting relationship or to 
involve the dijganizatioa in the identification of next steps 
for organizational development 

Apply his knowledge to morer comf)lak organizational change 
efforts as he progressively experiences mote opportunities 
for acting i.i the organizational deve^lopmeat consultant* role 

Use concepts in PETC-III to make statements about, the 
organization's health and ipaturity - ■ . 

Manage the change efforts, and decide oi} appropriate 
interventions, based on data collected 

Assume a variety of consulting roles to facilitate mp.vement 
toward improvement; he will be able- to shift between several 
roles 

\ 

- ^ Analyze his own values and ideolog'ical bas'e for consulting, 

* ^ssess his prof essional'g^pwth. needs 'and ^establish professional 
, growth go^ls ' ^ * . * 

■ • ■■•••;, /. ■ . 
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In order to help the organization achieve its change objectives the 
trainee will be able to ; 

Use a systematic approach to change, by applying the Lippitt 
aiodel of phases of planned change to manage the change effort 

Apply a diagnostic matrix and an intervention matrix as taught . 
in PETC-II and PETC-III to help him determine the most accurate 
afid appropriate analysis of the organizational situation and 
the most relevant interventions for him to take 

- Draw on prior training and experience for help ^n, designing 
and implementing interventions 

\ ' 

The pri r training and experience of the PETC-III trainee will enable 
him/her ji \ 

; / 

Use and teach others to use Research Utilizing Problem Solving 
(RU?S) skills 

Use and teach others 'to use basic Interv ersonal Communication 
(IPC) skills 

Use and teach others to use the basic Concepts and processes of ' 
Interpersonal Influence (INF) 

* Conduct Group Process Skills (GPS) workshops ?nd teach others 
to conduct th .m 

Use consulting skills to provide or strengthen a function • 
needed by a client system to achieve a goal or reach- an objective 

How well the PETC-'III trainee performs will depend upon : ^ 

His/her own desire and motivation to perform well 

The extent to which he is seen and accepted in his or^^anization 
as being in the role of organizational development .consultant 

The degree of opportunity available for utilizing his/her skills 

How much the PETC-III trainee will know about dl^ganizational development 
consulting will depend upon : 

The extent to which the training enables him. to conce{5tuaiize 
the role of consultant 

How much practice his organizational development project gives 
him in applying^ the PETC-III OD concepts 

How soon after the completion of the training he can aprl^ his 
. knowledge to another organizational effort 
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P ETC-III Installation and Training Requirements 

Authorization to Participate , An organization must authorize an 



individual participant or y^sxx of participants,*' to participate in the 

five training meeting&^^nd .to conduct an organizational development 

/ 

project* . 



An organiz^tifonal development project focuses on the organi2;ation (not 
individuals, committees or groups of individuals, witu a view toward 
buildin^into -iind maintaining improved wayi? o& functioning within the 
organ^ation* The project is a series of interventions based on data 
collected and analyzed which aims at ^structural and normative changes 
t;>" improve the functioning of the organization.. A project may be con- 
^4ucted in one part of the organization or in the organization as a 
whole. An organizational development project becomes possible when 
Che organization's needs and desires have the potential for providing 
new o r increased areas of functional capabilTity* 



Selection of Participants . I'herG are two options for tha selec- 
tion of participants. The options are listed below, dn order of their 
preference for the training. 

I* A team of two persons from one organization,' as Internal 
consultants 

2. A team of two individuals not representing their own organi- 
zation, but wishing to v^i^^ as a team of external consultants 
to an organization, and having contracted with an organization 
for such work 

Each team of two persons will be called a training unit during 
the PETC-IIl training. 

Conducting a n QD. Project . Each training unit must design and con- 
duct an organizational development project. The OD project is the 
practir jm fo^: PETC-III training, as conducting a Group Process Skills 
workshop and the consultation with a client system provided practical 
e-kperiencw for PETC~I and PETC-II respectively. Here are d series of 
^statements which are intended tc clarify what a PETC-III QD project is. 



The statements should also function as a guideline as plans are made 

ana carried out. It should be noted that the following statements apply 

to PETC-III and may or may riot have relevance for other organizational 

work done by PETC-III participants* 

The concept, "project," is defined as a seri'i. of inter/ention 
strategies which adhere to the guidelines provided in the 
Phases of Plann^ed Change and are based on the theoretical frame- 
work of a differential diagnostic matrix and differential 
intervention matrix. 



A PETC-III OD project begins with the signing of three-way 
agreement by the consultant, the person in the organization 
authorizing the consultant and the training agency. Part of 
the agreement includes either a broad identification of a need 
for change or a well-specified area of need. 

The pVoject is undertaken with the conviction that the objec-^ 
tive of PETC-III for improving the functional capability of / 
the organization is relevant and appropriate to the organiza^ 
tion and that the OD work initiated by the consultant is ^ 
clearly aimed at achieving this objective. 

A PETC-III OD project project consists of all the activities 
darriecl out by the consultant-in-training during the six-month 
; period of PETC-III training. It does not refer to one activity 
. J ' (e.g., a workshop, a laboratory, a conf roatation meeting) or a 
I needs assessment.. The .scope and extent of these activities 
/ are determined by the time constraints of the training (17 days 
I training, 10 days minimum project work). 
/ ^ 

I Completing Preworkshop Assignment . In order tc b_ able to start 

/ the first meeting of PETC-III it will be necessary for each trar.xing 
unit to complete a preworkshop assignment. This prework«='hop assignment 
will be mailed to the training units one month prior to the first training 
"I 'Seting , and will require approximately eight hours to complete. 

% The assignment will consist of several tasks, such as: reading to 
: t completed, gathering information about the structure and functions 
of the organization and of a subsystem in which work may take place, 
conducting interviews with the key persons. 
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A Three-Way Agreement 

A vital step in recruiting participants for PETC-III trainin^is . 
the achievement of a three-way agreement among the potential trainees, 
the authorizing organization and the training organization (in this case 
the Improving Teaching Competencies Program of N^'TREL) . The 'reasons for 
achieving such an agreement are: - 

To achieve clarity about expectations 

To assure organizational support for the conduct of an OD 
project 

To reduce misunderstandings during the training period 

To ensure that trainees will have th/e time and resources needed 
to do their practicum 

To legitimize the trainees' efforts at making interventions 
With this in mind, agreement forms have been prepared. Signing the forms 
will indicate that all the parties are satisfied that they understand 
what is involved and agree to it. * 
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INTRODUCTION TO PREPARING EDUCATIONAL TRAINING 
CONSULTANTS: ORGANIZATIONAL DEVELOPMENT (PETC-III) 

Preparing Educational Training Consultants: Organizational 
Development (PETC-III) is one of several instructional systems developed 
by the Improving Teaching Competencies Program (ITCP) of the Northwest 
Regional Educational Laboratory (N^^REL). The material of this system 
includes training strategies and procedures plus participant Instruc- 
tional materials for use with educational managers in a workshop setting 
PETC-III provides participants with the opportunity ' to acquire. the 
knos51edge, skills and sensitivities that constitute a change process 
termed Organizational Development (OD), 

What is 00 ? ^ 

"^Organizaticaal development, is a strategy for organizational change. 
It is a set of practices that have evolved in industrial, goverrnnentdl 
and (more recently) educational settings. The putpose of organizational 
development is to Lrprove organizational health and effectiveness. 

Organizational de\relopment aims to help i^ople increase their com- 
petencies so they can mor(=i effectively manage the human component of 
their organizations. The basic stra'sgy of organizational development 
is to provide training and consultation that involve managers in identi- 
fying, diagnosing and modifying the norms, structures and processes of 
their own organization. Through these normative, procedural and struc- 
tural changes, it is intended tha^ the organization's ef fectivenef.s and 
health will be improved. 

Organizational development is based on pieces q£ theory pmanating 
from the models of "planned change" (Lippitt, Watson and Westley, 1958; 
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Havelock, 1969, 1972) and ^'action research" (Lewin, 1947; Coch and 
Frf ch, 1948). It also incorporates intervention strategies tested by 
Seashore and Bowers, 197Q; Schnuck and Runkel, et al., 1972. 

Beckhard (1969) defines OD as an effort (a) planned, (b) organization 
wide, and (c) managed from the top, to (df) increase organizatiox"* effec- 
tiveness and health through (e) planned inter'/entions in the organization* 
processes using behavioral science knowledge. 

Organizational development cases involve such things as (a) problems 
of communication (particularly upward), (b) intergroup conflict, (c) 
leadership :ssues, (d) questions of identity and destination, (e) ques- 
tions about satisfaction and the ability of an organization to provide 
adequate and appropriate inducements and (f) questions of organizational 
effectiveness. . ^ 

These .can be group'ed into three categories : 

1. Problems of destiny — growth, identity and revitalization 

Problems of human satisfaction and development 

3. Problems of organizational effectiveness and organization 
hi^alth 

The rationale for preparing organizational development consultants 
inside organizations (especially schools) includes three current 
situations : 

1. Few school organizations have the financial resources to 
hire outside organizational consultants over long periods 
of time 

2. The number of available outside organizational consultants 
is inadequate to meet the need 

3. Consultants- that belbng to the organization are already 
committed to its improvement, are likely to be accorded 
trust and respect from their peers, and are already familiar 
with existing norms, structures and procedures 
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PETC-III, therefore, is planned as an instructional strategy by 
which organizations can build their own capacity to carry out organiza- 
tional development. It utilizes regular staff members on a contintious 
basis and provides organizational development training and consultation' 
as needed to maintain expected levels of capabilities for all managers, ^ 
leaders and 'supervisors or any other change agent role* 

D escription of Mat^zrials and Strategies 

The system cc *sists of a set of participant materials, a set of 
instructional strategies to be used with trainees, some preliminary plans 
for installing a PETC-liI training program, and strategies to help those 
trained in PETC-III provide organizational training and consultation for 
clien'^. groups. 

The imiTiediate population for PETC~III training coniiists of educators, 
at any level, who are desirous of acquiring the knowledge and skills 
that will allow them to provide, organizational craining and consultation 
to* school groups. The secondary target population consists of client 
groups who wish to receive organizational development training and 
consultation from PETC--!! consultants. 

PETC-III training is spread over a time period of 8 months. During 
this period, the PETC--III trainees complete a 1-day preworkshop assign-- 
ment, attend 17 days of workshop meetings, and spend a minimum of 10 
days conuucting an organizational developmefit project with a predeter- 
mined client group. The following chart outlines the timeline for major 
training events. * 
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/ 

/ 



Month 1 



I Month 2 



prevorkshop \ 4-day 
assignmeuc, | workshop 
I day j nieeting 



Month 3 


Month 4 


*!onth 5 


j 

! 

Mnnrh A I 


3-day 




3-day 


3-day i 


workshop 




v jrkshop 


vorkThop 


si^etiug . 

^ 




♦':neeting 


neetlng 



Month 8 

4-day 
I workshop 
i nieetlng 



^ ^ote: There are approximately 30 to 35 aays between workshop meetings 
for OD projsct work with client groups 

Strategies require that two persons with considerable organizational 
development experience and skills conduct the PETC-III workshop. The 
workshops are structured so that twelve to twenty-seven trainees, 
divided intc two or three teans, go through the training together.. 

Goals and Outcome Objectives. The goals and objectives for 
PETC-III are aivided into tvo categories, (a) consultant outcome goals 
and objectives, and (b) goals and objectives for client groups. The 
consultant outcomes include their satisfaction with the training, th^r 
perceptions of its utility, and changes in their behavior such as 
increased cognitive growth ar.d performance change. 

Consultant Outcome Ob-jectives. The PFTC-III instructioi._l -ystem 
prepares participants to become educational training consulcants. As 
a result of training, consultants are expected to be able to: 

1. Identify and explain- the major organizational development 
conceptualization and interi/entfon strategies that are 
presented in the PETC-III instructional system 

2. Meet' with a potential client group and translate this 
group's difficulties into a specific problem or problems 
on which the group wishes to work 

5. Establish definite and workable relation^'iip and contract - 
4 with a client group 

4. Collect information from- the client group so uhat the ^ 
group's problem(s) may be diagnosed and clarified 

5. Desi.gn, provide and assess the effectiveness nf intervention 
-activities that allow the client group to explore and exanine 
alternative norss, processes and structures 
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6. Design, provide and assess the effectiveness of intervention 
activities that allow the client group to accomplish norma- 
tive, pro':edural or structural changes resulting in increased 
functional capability in the organization 

7. Achieve a terminal relationship with the_client group by 
gradual withdrawal and by establishing structures and 

• procedures -to substitute for the services provided by the 
consultant 

At another leveU however, it is possible. to predict observable 
changes in a client group that receives consultation, Folir specif i'c 
examples follow, ' 

Improved Problem-Solving Capabilities , As a result of training in 
organizational development, client groups may become more adept at 
problem solving. They may become more able to: / 

Sense problem 'situations 

r 

Differentiate between kinds of problems ' 

Attend to problem situations with shared^ *and explicit problem 
solving procedures / 

/I 

Improved Management of Interpersonal Processes ,. As a result of 



training in organizational development, client groups may become mdre 
adept at combining people's efforts to achieve desired task goals- It 

is expected that: / 

/ 

^ Vertical and horizontal communication may become more open, 
shared and accurate 



Influence may become more shared ,and equalized 

/ 

Decision making may become more diffused, ch?»racterized by 
explicit procedures and involvement of those who will be 
affected by or who are responsible for implementation of the 
decisions 

Coordination may become more explicit and accepted 
Improved Procedures that Support Personal and Professional Growth . 
As a result of training in organizational development, client groups 
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may become more adept at viewing personal and professional development 

as an ongoing function necessary to the growth of the group. Therefore 

it is expected that the group may provide: 

Increased training opportunities for members to meet new 
organizational needs 

Increased learning resources so members can be continuous 
learners 

Increased feedback, formally and informally, so members caii 
move toward new ways of understanding 

Improv ed Ways the Organization Attributes Meaning . As a result of 

training in rganizational development, cMent groups may become more 

adept in the ways they see and explain themselves to the rest of the 

world. It is, therefore, expected that the group will: 

Have goals which are clear and in which members have a sense 
of ownership • 1- 

Respond appropriately to outside demands 
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PETC-III "SEATTLE B" 
ORIENTATION MEETING* 



Time 



45 mln. 



30-45 
min. 



30-45 
min. 



Steps 

1. Warm up introductions 



20 m:n« 2, Meet in training unit 



3, Pre 



Direction s' 

1. Paper/pencils; reflect/write 
related to PETC-Illc, what 

. " three wishes I want, 

.Share with four others; do 
not ind^t with partners, 

2, Form training unit (TU) , 
negotiate* 




ions^wishes, 
::asy of an OD team, 
in first .meeting 
oups (LG) 



4, Presentations 



^\ ^den\iW>nd write, **What is 
\ Vot c^4€ar aboot this training. 

Review orientation piece/ 
schedules, requirements, full 
attendance, meetingi dates , 
what is a project, acceptably 
client system, log, evaluation 
, data collection, how the 
training goes between meetings, 
three-way agreements^, outcomes. 

4, Present preworkshop assignment 
materials : 

Data collection entry 
Issues 

Distribute central *ido^^ book. 

Make, announcements about 
availability of Ha ndbook and 
Organization Development ift 
Schools ($20,00). 



*Adapted from Instructional Strategies, Activity 1, Meeting 1 
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PETC-III ^'Seattle B" 
Orientation Meeting 

n 

Time Step 

15 min. 5. Consider, issues of 
training unit 
relatignships 

6. Three-way agceements 



. ,^ PETC-III 

Preworkshop 

Directions • 

5. Consider relationship issues^ 
.and critical 'questions for 
afternoon session and , 
three-way agreement* 

6. Negotiate "the three-way 
agree^jients with organise ion *s 
administrators . 




/ .. 1 • ■ ■ • . ^ , ' • . ; 

-• . . ■ •< 

* / \. V ?£TC-III - 

^ ' . ' ' ^ . Preworkshop 

READING ASSIGNMENT FOR FIRST MEETING' ' * ' ' ^ ^ 

" ■ . ■ ■■, . 

• ' Enclosed is the central ideas book for PETC-III, Crganizational Development - 

:Zn aduaatixGn; . ♦ ■ * ^ 

'^Y'^iV^lt ?°ll'<^win8 assignments in pr4paratidn far the first meetin 
or ri^rc-lll, ^ • " ^ 

* * I . ' 

• ; • , , . 

. \ 

, . ■ 1. Chapter* IV of the central ideas book. -This i.-. a review 

' ; of- PETcj-II. concepts. ■ • , - . v w 



/ 



i 



2. ^ The^ following sections of Chapter ^T: ; . - , 

Definitions and Concepts of Systems, page 47 
throug h Growth, Evolutioii and Maturation bf Human 
Systems, pags',54 ^ - . ^. 

The Concep^ of Organizational health, page 68 x 
' . through The Organization as 'a Human System, page 79 

Organizational Boundaries o& a School System, pages 109-113 

3. The following- sections af Chaptser III : ^ . ^ 

The Organization as^^the Client, page H7 through 
. Rec6ghizlng_Effepts of Values and Biases, page .137 

r - . Identifying^an.d- Defining- System ahcf Subsystem Boundarii^s*, 

P9ge" 152 ^:hrou^h Changing Norms in an Organizatipn, p. 166 

Als9 enclosed is^the^ef erence book: * ' - ' - 

'JorT,es,.John sV^^-"The Sensing Interview^ from 197d Annual 
nandboohfor Group Facilitators, j. W. PfeVffer and J. E.'jofi2te', 
editors^.. La Uolla, California: Uniyersity Associat^es , 1973. 
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INTRODUCTION TO PREWORKSHOP ASSIGNMENTS 



The assignments you are about to complete will undoubtedly have continu 
ing effects as you proceed with your PETC-III project. Since you have 
not, in fact, attended the first PETC-III Traitiing Meeting it may be 
difficult or confusing to understand the reasons for and importance of 
the particular assignments. 

Here are two things to keep in mind. They may give you a framework 
wiuhin .which to understand the assignments, . ^ 

You may recall the emphasis placed on a diagnostic orientaiion 
in PETC-II. You were asked reiieatedly to collect information 
and apply the dimensions of a diagnostic matrix before select- 
ing an action to take in any practiaum event. * These assignments 
^ ^ continue the , information collection adpect of that data-based 
^ diagnostic orientatjLon - . 

Throughout PETC-III you will have fundamential concern for five 
questions. We offer them here for, your information. Although . 
your initial data collection may produce few clues as to their ^ 
answer, they may be of assistance to help you see where you 
are heading: ^ , , ' ' 

1. Are the learning goals of PETC-III: Organizational 
Development appropriate to ycur organi2at±t)i al work? 

2. To what extent do the goals relate to improving 'the 
effectiveness of the client system? ; 

^ 3. Is the cultural state r2 the client s^rstem ready for" 

organizational development? ' ^ ' v * - 

4. * Are the key people in the client system involved in or 

informed of the organizational development program? 

5. Are members of the client system adequately prepared and 
oriented to organizational development? 

In PETC-III you will '.e doing' your^worlc vithin the same PTiases 
' of Planned Change model you used in PETC^ill. Keep in mind t/dat 
in your preworkshop abr>ignment you ate working at Establishing 
a Client Relationship and at the initial stages of Developing 
an Awareness of a N eed for Change . You can depend ^n it that ' 
neither of these steps will be completed before the First 
Training Meeting, but will be worked on from time to time as 
needed in your OD e:cperienca. / ^ » 
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ASSIGNMENT ONE 

CHARTING TOTAL ORGANIZATION 



1. Prepare an organization chart. Include the names of all the parts 
of your organization, for example: divisions, departments, 
offices, sections. 

2. Identify major parts and major functions. . * 

3. Rate your organization on various dimensions related to boundaries. 

Refer to operational characteristics in PETC-II differential / 
diagnostic matrix. 

As you have experienced your oganization so far, what 
would you say are the operational characteristics right 
now which you would consider as sources of problems in 
the organization? 

Identify these operational characteristics, including 
problems and issues related to them. 

What evidence can you give to support your belief that 
issues /problems exist? 

Papers to help with this activity are attached. 
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ASSESSING MY ORGANIZATION 



At the first meeting you will be asked to depict graphically your total 
or. anization, showing the major parts, the systems and subsystem's, the 
•major external systems and all major functions and shared functions. 

Write as much as you can under each item from your own knowledge or 
from information you are able to collect before first meeting. 



MAJOR PARTS 

1. ...a system. . .has parts functioning :interdependentlu to provide a 
purpose. . I 



Name the MAJOR PARTS of Your 
Total Organization 



4 



Identify functions which are shared by two or more parts 



\ 

Name the Major Functions 



9o 
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Any parv of a system, which is ivself made of par'vs, is a system within 
the ^largev system. We aall it a ^subsystem of the larger system. 



Name the Different Levels 
of Systems and Subsystems 



Identify Major Functions 



* Name the major external systems (external to the total organization) 



Er|c 
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MAJOR CHARACTERISTICS 



The uniqueness of its purpose j its structure „ its operating procedures 
and its expected ways, of doing things^ or normsj define any particular 
organization. ... 

The corporate^ charter and/or existing legislation defines, and limits, 
4r the purpose fcr which the organization may exist and its responsibilities 
for fulfilling that purpose. 



Identify the legal basis of your organization 



Identify the kinds of purpose of your organization 



Identify the kinds of str6cture 



Identify the operating procedures 



Identify the predominant norms 



Identify the relationship external to the organization 
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THE BOUNDARIES OF MY ORGANIZATION 



Things which keep an idea^ a practice , a vole^ or an individual PI ov 
OUT of a system. 

Actions of the system which represent izs choosing to he exposed and 
influenced' by external factors. 

SehaV'^ors of the human system that control whether or not scmeihina is 
allowed to become part of its internal decision making. 

How Would You llate Your Organization 

How permeable is your organization? (Total human system) (in that it 
exposes itself to many kinds of external influence) 



Low 



High 



For example 1 



How vulnerable is your organization? (in .that other systems can force 
their influence on its internal operations) 















Not at all J/ery 



For exampla : 
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How flexible is your organization? (in being able to selectively open 
itself to influence or block such influence based on rapid internal 
decisions) 


-- 














0 






Not at all 








Very 






For exaiaple: 














e 


• 


How rigid is your organization? (in that norms or expectations must be 
broken la traumatic ways in order to be exposed to something new) 


4- 


















? 


a 


Not at all 








Very 






For example: 


















How planful and rewarding does your 
its boundaries? 


* 

organization make the opening of 












\ 












Not an 


all 








Very 




For example: 
















- 
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To what extent does your organization understand and acknowledge its 
own control over-Hts boundaries? 



Very little 



Very great 



For example: 



and what act as the gatekeepers ^£ your organization? 
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DIFFERENTIAL DIAGNOSTIC MATRLX 




3iundarl«s y/ 
Producdvity / 



IS 

o 



Iadlvi(Su4l Differences 
Incerdepeodence 
PercepciGR 
Eocrgy 
Material Retources^ / 




Cdfsmualcac ions 
Roles / 
Feelings 
Influence 
Mcaoershlp 



Individual 



Croup 



Organisation 



Ccanuni'ty 



Society 






































































































CRC 


;an 


IZA 


TIC 


i 

)NAL E 

1 


EVl 


ELO 
























— 1 — 

i 

i 
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1 











/ 



A 



/ 



/ 



/ 



V 



30 U ?0 ^ 2j* ^ 



/ 



Functions 
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A DIAGRAM OF A SYSTEM 




A system: .4 Kiimber (two or more) or parts that function individually 
and in relation to eack other to realize a vurvose. 



A human syf=?tem: One or more persons whose functions are operating 
interdeper dently for the purpose of nesting the hierarchy "of humor, n 



of^x)eox>le. 



eeds 



10 0 
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ASSIGNMENT TWO 
CHARTING A SUBSYSTEM 



!• Prepare an organizational chart for the sub"system in" which you are 
to carry out an 'organizational development project (if it applies 
in your case). Include the names of all the parts of this subsystem. 

2* Briefly indicate what each part of the SUBSYSTEM does. 

3. What is (are) the functipri(s) of this subsystem? 

» 

4. As you have experienced this ^ subsystem what would. you say are the 
operational characteristics right now which you would consider as 
sources of problems in the subsystem? 

Identify these operational characteristics and related probTems* 

Please lis^ evidences to support your judgment that these proble-^s 
exist. * 



1 
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ASSIGNMENT THREE 
COLLECTING INFORMATION 

Having infoxrraation about ycur organization is essential to proceeding , 
with the training. Doing diagnostic work based on information, which 
in turn forms intferventions , is basic to PETC-III organizational 
development work. The needed information is secured in a variety of 
ways • 

We recognize the dilemma you face with reference to your need for infor- 
mation. Since you have not yet started the training you perhaps cannot 
be sure of whac you need to know. In addition, collecting information 
now could produce some unwanted consequences and unnecessarily compli- 
cate your relationship with your cl-'-'.nt later. As a matter of fact, 
it may affect adversely your antry aa an OD consultant. However, 'ae 
believe that the- more information you can>rlng with you to the first 
training meeting the better will be^o^f^adiness to make plans and 
take action early in the trainingr"""^ 

r 

We suggest that before deciding to collect any kind of data you give 
careful consideration to any possible effects this activity may have. 
Since you are asking for permission to do organizational development 
work and since the organization .may not be initiating a request for 
help, any use of questionnaires or other ways of collecting data may 
cause confusion. It may become a threat and result in blocking other 
entry possibilities which could help you and your client establish a 
relationship. 

With this in mind, plea/^e consider whether or not it is appropriate or 
threatening to you and/or your client to collect some kinds of information 
to bring with you to the first meetihg. 

^ If you decide to collect data, two possible ways to proceed are listed 
below: 

»» 

1. Conduct Interviews wlta five or six persons in your 
organization. Get their reactions to the potential bene- 
fits of your participation in an OD project. Include the 
person who authorized your participation in the training. 

2. Administer one or more/questlonnalres to some or all of 
the persons in your organization. , Some examples are 
attached. 

If you decide to use questionnaires, ve suggest that you 
share the questionnaires with the person authorizing your ...^ 
- partlcipajjion in PETC-III, check with this person-the ^ 
, appropriateness of the questionnaires and request a memo 

by this person to accompiLn^- thexr use. See examples. 
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Examples: 

Ar A questionnaire 'which includes the following: 

!• ^,^at goes on in your organizational unit that makes it easy or 
difficult for you to do your job? 



3- 



Mv Job 



^^at makes it easy 



\lhat makes, it hard ^ 



2- List two or three things you think are expected of you in this 
^ organization. 



How clear are yoU about. what is expected of you in this 
organization*? \ 



Very clear 



More clear 
than unclear 



Quite clear Quite unclear 



More unclear 
than clear 

Very unclear . 



4. What is the specific thing that your organizational unit is 
set up to do? 

5. If you could change one thing in this organization what '/ould 
that thing be? 
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B* Measuving Organizational Climate (Norms) 
. Organizational Nonns 

1% Suppose Teacher X feels hurt and ''put down" by something another 
teacher has said to him. In Teacher X^s place, would .most of 
the teachers you know in your school be likely to--. 

• ••tell the other teacher that .they felt hurt and put down? 

( ) Yes J I think most would- 

( ) Maybe about half would- ' - 

( ) No<; most^ would not. 
( ) I don* t know, ' \ 

^ - " ..-tell their friends that the other teacher is hard gef^ 

y-^/ ^ ^ along with? 

/.-^ '( V^-Yeai^'I think most would do this- 

C ) Maybe about half would do this* 

( 0 No; most would nov. 

^ ( ) I don* t know. 

3. ^^uppose Teacher X strongly disagrees with something B says at 
a staff meseting- In Teacher X*s place, would most of the 
teachers you know in your school- -- 

---seek out B to discuss the disagreement? 

_ ^ ( ) Yes,^I think most would do this- 

■ y ~\ _ ( %%ybje;;^J?t3Mr:h5X^^^^ 

, " ( ) I don' c know- 

^- ---keep it to themselves and say nothing about it? 

, ( ) Yes, I think most would do this- 

! ( ) Maybe about half would do this- ^ 

- ( ) No; most would not. ' * 

( ) I don' t know- , 



Schmuck, Richard A- e£-al - Handbook of Organizational .oevelo^rr^., it in 
Schools. Palo;Alto: Mayfield Publishers, \%JLW pages "l53-l56; 
26^f-269; 353-357-^ (Reprinted_by Permission) 

*0 , lOS * • lie 
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Determining Management Styles 
Preferences of Administrators . ^-.^ ' ^ 

There is an old^ proverb that says, "It may be true what some men 
say; it must be true what all men say.'* The problem in applying 
this to the way people work together in organizations is that all 
men do not say the same thing. Persons In any organization have 
different ways of dealing with their work associates in other 
departments. The^p^overbs listed in the two questions below can 
be thought of as descriptions of some of the different possibilities 
of resolving disagreements as they have been stated in literature 
and in traditional wisdom. 

You are asked to indicate hew desirable in your ovinion each of the 
proverbs listed below is as a way of resolving disagreements between 
jngjnberfe bf different departments. Please us e^' the following scores 
in evaluating the desirability of each proverb. 

1 Very desirable 

2 Desirable * 

3 Neither -desirable nor undesirable 

4 Undesirable 

5 Completely undesirable > 

Indicate your evaluation in the spaces below: 

^ You scratch my back,^I''ll scratch yours. 

2. When two quarrel, he'who-keeps silence first is the most 

T praiseworthy. 
.3. Soft words win hard hearts. 

" " ^ 4. man who will nor^f lee will make his foe flee. ^ — ^ -^ 
5. Come now and let us reason together. 

^ ^~^6t^ I-t-i-s^easi^er_|jO refrain than to retreat from a quarrel. 

7.^ Batter half a loaf"^T:Ha^tro'^bread^^ ^ ^„ _ ^ 

8. A question must be decided by knowledge and not by nimb'ers 

if it is to have a right decision. 
9. When one hits you with a-ston^, hit him with a piece of 

cotton. 1, 

10. The atguments of the strongest always have the most weight. 

" 11. By digging and digging, the truth is discovered. 
12. Smooth words make smooth ways. 

' - 13. Lf you cannot make a man think as you do, make him do. as 
you think. 

14. He who fights and runs away lives to run another day. 

15. A fair exchange brings no quarrel. 

16. Might overcomes right. 

47. Tit for ttat is fair play. 

18. Kind words are worth much and cost little".. 

• - 19. Seek till you find, and you'll not lose your labor. 
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20. Kill your -enemies with kindness. 

21. He loses least in a quarrel who keeps his tongue in check. 

22. Try and trust will move mountains. 

23. Put your foot down where you mean to stand. 

24. One gift for another makes good friends. 
25.. Don't stir up a hornet's nest. 



Staf fi^ Meetings (Openness and Powerlessness) 

School districts hold a lot of meetings, and their usefulness depends 
on their quality. We are thinking specifically of either meetings 
of the entire faculty of your building (staff meetings) or meetings 
of only a part of the faculty (aormittee meetings), , , 

Name of the meeting you are considering 

How often does it usually meet? 

■ : 7 



Length of typical meeting 



Kow please consider what usually or typically happens in this 
meetings. To each of the items below, assign one of the following 
numbers . 

5 This is very typical of this meeting; it happens repeatedly. ' 
4 This is fairly typical of this meeting; it happens quite 
often. , - 

. 3 This is more typical than not, but it doesn't happen a lot. 
* 2 This is more untypical than typical, thought it does 
happen some. 

1 This is quite untypical, though it rarely happens. 
0 This is not typical at all; it never happens. 

1. When problems come up in the meeting, tley are thoroughly 

explored utitil everyone understands what the problems is. 

2. The first solution proposed is often accepted by the group. 

3. People come to the meeting not knowing what is to be 

^ presented- or discussed. 

4. People ask why the problem exists and what the causes are. 

5. There are many problems which people are concerned about 

which never get cn the agenda. 
6. There is a tendency to propose answers without really 

having thought the problem and its causes through carefully. 
7. The group discusses the pros and cons of several different 

alternate solutions to a problem. 

8. People bring up extraneous or irrelevant matters. 

9. The average person in the meeting feels that his ideas 

^ have gotten into the discussion. 
iO. ' Someone summarizes progress from time to time. 
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11. Decisions are often left vague — as to what they are, and 
who will carry them out, 

12. Either befor^ the meeting or at its beginning, any group 
member can "Easily get items on to the agenda, 

13 • .People^are 3,^t^±d' to be openly critical or make good 
objections, 

14, The group discusses and evaluates how decisions from 
previous meetings worked put, 

15, People do not take the time to really study or define the 
problem' they are working on. 

16, The same few people seem to do mosw of the talking during 
the meeting, 

17, People hesitate to give their true feelings about problems 
which are discussed, ^ 

18, When a de.cision is made, it is clear who should -.carry it 
'out, and when, 

19-, There is a good deal of jumping from topic to topic — it's 
often unclear where the group is on the agenda, 

20, From time to time in the meeting, people openly discuss 
the feelings and working relationships in the group, 

21, The same problems seem to keep coming up over and over ' 
again from meeting to meeting, 

22, People don't seem to care about the meeting, or want to 
get: involved in'it#> 

23, Ivhen the grjniB,,is thinking about a problem, at least two 

, or three different solutions are suggested, 5 

24, When there is disagreement, it tends to be smoothed over 
or avoided, ' 

25> Some very creative solutions come out of this group, 

26, Many people remain silent, 

27, When conflicts over decisions come up, the group does not 
avoid them but really stays with the conflict and works it 
through, 

28, The results of the group's work are not vorth the t^ime 
it takes, 

29, People give their real feelings about what is happening 
during the meeting itself, 

30, People feel very committed to carrying out che solutions 
arrived at by the group, 

31, When the group is supposedly working on a problem, it is 
really working on some other "under the table" problem. 

32, People feel antagonistic or negative during the meeting, 

33, There is no followup on how* decisions reached at earlier 
meetings worked out in practice, 

34, Solutions and decisions are in accord with the chairman's 
or leader's point of view, but not necessarily with that 
of the memb"ers, 

35,. There are splits or deadlocks between factions or subgroups. 

36, The discussion goes on and on without any decision making 
reached. 

37. People feel satisfied or positive during the meeting. 
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E. Participation in Decisions ^ v 

1. This item concerns the choice of teaching methods you use.-— -^-^ - 
Please mark an X before the one statement below that best describes 
yoicp part in deciding upon the teaching methods you use. 

) 1. I choose my own teaching methods without assistance or 
direction. 

) 2. The final choice of teaching methods is left to me, but 

there are others whose job includes making recommendations 
or suggestions. 
) 3. Within certain limits I can choose my own teaching 
methods. 

) 4. Aq a member of a group or committee, I share with ^ - • 
others the job of deciding the teaching methods to be ' - 
used. . 

) 5. I do not choose my own teaching methods. They are 
laid down for me by others. 

f yoii^^cfioose answer 2^3, 4 or 5 in the question just above, 
you were indicating that some other person or persons were v 
somehow involved in deciding upon the. teaching methods to be 
used in your classroom. If you chose answer 2, 3, 4 or 5, 
please write below the names and positions of the other persons 
involved. 



Name 



Position 



3. This item concerns the scope and sequence of suh^jeot-mattev 

aontenz. Please mark X before the one^ statement below that best 
describes ijOUP part in deciding upon^ the subject-matter content 
that you teach. 



ERIC 



) 1. I choose the scope and sequence of subject-matter 

content without assistance or direction 
) 2. The final choice of scope and sequence of subject- 

majtter content is left to me, but there are others 

whose job includes making recommendations or suggestions. 
) 3. Within certain limits I can choose the scope and 

sequence of subject-matter content. 
) 4. As a member of a group or committee, I share with 

•others the job of deciding the scope and sequence of 

subject-matter content. 
) 5. I do not choose the scope and sequence of subject-matter 

content. They are laid 'down for me by others. 
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If you chose^answer 2, 3, 4 or 5 in the question just above, you 
were indicating that sciae other person or persons were somehow 
involved iu deciding upon the subject-matter content to be used 
in your clas/room* If you chose answer 2, 3, 4 or 5, please 
write below/the names and positions of the other persons involved 

Name \ Position 



When you want to receive approval from the faculty in your 
school for arf'idea you are proposing, it is sometimes ^helpful to 
enlist the support of certain individuals in your school* Please 
list below, by name and position, individuals whose support 
jfouldji^^lp most in- obtaining faculty approval for your ideas* 

Name ^ . Position ^' 



Suppose someone on the staff has an idea that he seriously 
thinks could help the school. What steps should he take to 
make sure his idea gets a hearing wher^ it counts? 
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Please circle the letters that indicate your best estimate of 
the infj-uence of teachers and principals on the areas of school 
life listed at the left. 
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CO 


a 


a 


M 


Ni 


Li 


Si 


Ci 


Gdi 


Hno 


Ni 


Li 


Si 


Ci 


Gdi 


Hno 



^In general, how much influence... 

...do you feel the principal has 
on how your school is run? 

. , .do you feel the teachers as a 
group have on how your school 
is run? 

. * .does the principal of your Ni Li Si Ci Gdi Hno 

school have with teachers in 
your school when it comes to 
activities and decisions that 
affect the performance of 
their classroom activities? 

. . jdo the, teachers in your school Ni Li Si Ci Gdi Huo 
have on the principal when it 
comes to his activities and 

decisions that affect the • ' 

performance of your school? 

Listed below are five reasons generally given by people when 
they are asked why they do the things their superiors suggest 
or want them to do.. Please read all five carefu-ly. ^Then 
number them according to their importance to you as reasons 
for doing the things your principal suggests or wants you to do. 
Give rank "1" to the most important factor, "2" to the next, 
etc, using numerals 1 through 5 only once. 

I do the things my principal suggests or wants me to do because: 

I admire him for his personal qualities, and I want to act 

in a way that merits his respect and'admiration 
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I respect his competence and good judgment about things 
with which he is more experienced than I* 

He can give special help and benefits to those who cooperate 
with him* 

He c»an apply pressure or penalize those who do not cooperate. 
He has a legitimate right, considering his position, to 
expect that his suggestions will be carried out. 



Openness of System or Subsystem 



Reveatedlv 



Clever 



a. The group discusses the pros 
and cons of several 
alternative solutions to a 
problem. 

b. People are afraid to be 
openl> critical or m^ke gaod 
objections. 

c. People hesitate to give 
their true feelings about 
problems which are discussed, 

d. When the "group is supposedly 
. working on a problem, it* is 

really working dn some other 
"undel: tiie table" problem, 
e* People give their real feel- 
ings about what is happening 
during the meeting itself. 



5 4 3 .2 1 0 



5 4 3 2 1 C 



5 4 3 



5 4 3 



1 0 



1 d 



3^2 10' 



Suppose* l*eacher X develops a particularly useful and effective 
method for teaching something. In Teacher X's place, would 
most? of the teachers you know in your school describe it 
briefly at a facuJLty meeting and offer to meet with others who 
wanted to hear more about it? 

( ) Yes, I think most would do this. 

( ) Maybe about half would do this. 

( ) No, most would not. - 

( ) I do not know. 



i 



*Fqr making available the original phrasing upon which this item is ^ 
based, and for the original phrasing of similar items exhibited later 
on, we are indebted to John Wallen, Ray Jongeward, and Michael Giammetteo 
of the Northwest Regional Educational Laboratory in Portland, Oregon, 
we have altered the forra^and phrasing of the original items. 
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For each of the following items, please indicate the extent of 
agreement with the item as it applied to you by circling the 
appropriate numeral ^ 



a. 
b. 



Strongly agree 
Agree 
Mildly agree 
Mildly disagree 
Disagree 
Strongly disagree 



It's easy to talk with my 
superiors about my job.** 
I cannot speak"" my mind to 
my co-workers. 
My co-workers welcpme 
" opinions different from 
their own.. 

My superiors keep me informed 
about what is happening in 
the school. 



1 



4 3 
4 3 
4 3 



4. Suppose someone on the staff has an idea^ that he seriously 
thinks could help the school, ^^at steps should he take to 
make sure his idea gets a hearing where it counts? 



t 

2 1 
2 1 
2 1 

2 1 



5. Suppose Teacher X feels hurt and "put down" by something another 
teachers has said t5 him. In Teacher X's place,, would m st of 
the teachers you know in your school be likely to... 



a. 



...tell the other teacher that, they felt hurt and put down? 

( ) Yes, I think most would. 

( ) Maybe about half would. 

( ) No, most would not, 

( ) I do not know. 



\ 



**Alderfer, Clayton. "An Empirical Test of a New Theory of Human Needs." 
Gvganizational Behavior and Human Performance. 4:142-175; 1969. 
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..•tell their friends that, the other teacher is hard to get 
along with? 

( ) Yes, I think most would. 

( ) Maybe about half would. 

( ) No,' most would not. 

( ) I do not kripw. 

Suppose you are in ai committee meeting with Teacher X and the 
other members begin to describe their personal feelings about 
what goes on in the 3chool. Teacher X then quickly suggests 
that the committee g^t back to the topic and keep the discussion 
objective and impersonal. How would you feel toward X? 

( ) I would approve Jstrongly. 

( ) I would approve jmildly or some, 

( .) I would not care; one way or the other. 

( ) I would disapprove mildly of some, 

( ) I woulc' disapprc^ve strongly. 

Suppose you are in^a Committee meeting with Teacher X and the 
other members begin do describe their personal feelings about 
what goes on in the sbhool. Teacher X listens to them and tells 
them his own feelings;. How would you feel toward X? 

( ) I would approve'stfongly. 

( ) I would approve ^lildly or some. 

( ) I would not care^ one way or the other. 

( I would disapprove mildly or some. 

( ) I would disapprove strongly. 

Suppose Teacher X strOngly disagrees with something B says at 
a staff meeting. In ieacher X*s place, would most of the 
teachers you know in y,our school. . . , 

a. ...seek out 3 to dUscuss the disagreement? 

t ' 

i ^ 
( ) Yes, I think most would do this. 

(* ) Maybe about half would do this. 

( ) No, most would notf ^ ^ 

( ) I do not know^ > 

b. ...keep it to themselves and say nothing about it? 

( ) Yes, I think most would do this. 

( ) Maybe about half would do this. 

_( ) No, most would not* 

( ) I do not know.. 7 
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9. 



10* 



Suppose Tec*cher X were present when two others got into a hot 
argument about how the school is run. Suppose Teacher X tried 
to help each one understand the* views of the other. How would 
you feel about the behavior of Teacher X? 

) I would approve strongly. 

) I would approve mildly or some. 

) I would not care one way of the other. ; 

) I would disapprove mild^ly or some. 

) I would disapprove strongly. 

Suppose Teacher X were present when two others got into a hot 
argumeat about how the school is run. ^ And suppose Teacher X 
tried to get them to quiet down and stop arguing. How weald 
you feel about the behavior of Teacher X? 



I would approve strongly. 

I would approve mildly or some. 

I woiild not care one way or the other. 

I would disapi^rdve mildly or some. 

I would disapprove strongly. 



11. * To what extent does your principal engage in the following kinds 
of 'behavior? In answering, please 'circle the one number in each.^^ 
row that best describes the behavior of your principal.* - ^ 



a. 



b. 



I don't know 
Never 
.Almost never 
Occasionally 
Frequently 
Almost always 
^ Always 



Brings to the attention of 
teachers educational litera- 
ture that is of value to " ^ 
them in their jobs. 6 
Has the relevant facts before ^ 
making important decisions. 6 



5 
5 



f 

4 



2 
2 



DK 
DK 



*rtems 11a and lib, and others of similar form exhibited below, are 
taken from: " 



Gross, N. and R. Herriott. Staff Leadership in Publio Schools. , 

New York: Wiley, 1965. ' 

Fo,r a report on the use of their questionnaire in a junior high school 
by; Program 30 of the Center for the Advanced Study of Educational 
Adjtilnistration, see: Schmuch, R. A., and P. J. Runkel. Organizational 
Training for a School Faculty. Eugene, Oregon: Cejnter for the Advanced 
Stiidy of Educational Administration^ University of Oregon, 1970, pp. 102-108. 

! . . lis . . 
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12. How Long does it normally take you to find out whether or not 
you are doing your job successfully? Please circle the words 
that come closest,** 



One 
day 



One 
week 



One 
month 



Six .~ 
months 



^T3he 
year 



Five 
years 



Longer 



13. 



The purpose^€-this question si to determine how administrators 
handle demands from community action groups. We are interested 
in your current methods for handling such demands and also 
those that have worked in the recent past. Answer column B , 
only if you held your post, at the time or know it well enough 
historically to make a judgment. Please circle the number" 
below corresponding to the following scale which best represents 
your perceptions of how you would deal with these groups. ■ 



1. Very much agree 

2. Agree 



3. Uncertain 

4. Disagree ' ' 



5. Very .much-disagree 



It^is important to try to' 
protect the t'eacher- 
leamer process or'^what 
goes on in the classroom 
from being disrupted by 
outside forces. 
The way to protect the 
classroom from disruption 
is to have outside groups 
deal first with either an 
associate or assistant 
superintendent. 
The way to protect the 
clasf^sroom from disruption 
is to have, outside groups 
deal, with the principal. 



At Present 
r 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



B 

Before 1970 
1 2 3 4 5 



1 2 3 4 5 



1 2 3 4 5 



Items 12, 13 and 20 are adapted from: 

- Derr, -C. 5. "Organizational Development and PPb for Education. 
Paper presented to the 197i convention of the AERA (Mimeo). 
Eugene, Oregon: Center for the Advanced Study of Educational 
Administration, University of Oregon, J.971? 
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13, (Continued) 










c 










A 




• ■ B 










At Present 




Before 1970 


* 






It is highly improbable in 


1 


2 3 4 


5 


1 2 3 4 5 








these times that^we are 
















goitig to be able to protect 
















the classroom from direct ^ 






- 










outside influences. There- 
















—fore, we just have to try 
















to plan for outside demands 
















and give the system some 
















warning. 
















One way to protect the 


1 


Z 3 4 


5 


12-345 






a; 


classroom is 'to be oii the 














offensive instead of the 
















defensive witlt these 
















groups: to persuade them 
















to do otherwise instead of 






- 










reacting to them. 














f , 


Maybe we cannot stop these 


1 


2 3 4 


5 


1 2 3 4 5 








people from disrupting our 
















classroom procedures but 












_ r 




there are surely some 
















priorities. We should^ 
















make changes in some areas 
















before others. 
















Developing public rela- 


1 


2 3 4 


5 


1 2 3 4 5 


• 






tions to get^^he support 












- ^™ 




pf the larger community is 
















a good way to deal with 
















the^e kinds of splinter , 








* 








groups. 
















Let them change the class- 


I 


2 3 4 


5 


1 2 3 4 5 








room procedures if they 
















want. We do not care. 














X • 


This whole change process 


1 


2 3 4 


5 


1 2 3 4 5 








can be a reasonable' one. 
















We should sxt down with 
















uiidu a&tu Ilia JVC U 11 (JSC 




- 












changes which are best 
















ones for the kids. 
















These outside groups 


1 


2 3 4 


5 


1 2 3 4 5 








usually care, not about 
















the education of the 
















children, but only their 








• 








own power in the community. 
















We should be very careful 
















about dealing with them 
















at all. 
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Items 14 through 20 wero. written to be used by interviewers. 
couJd be adapted to forms appropriate- to a questionnaire. 



Some 



14. Is there any important Information you n^d that is very 
hard to get in this job? (yes, no) 

(If yes,) please describe: 



(If -yes,) do believe the information you want is .avail- 
aW.e from someone in the school distr^.ct? (yes, no) (jtf yes,) 
what would you h4ve to do to get the Information? 



15. Have you received any information recently about ^your work or 
about the school that you found surprising? (yes, no) 
iXf yes,) please describe one or two such kinds of information: 



16. Do you get any information through formal channels in this 
school meetings, memos, 'etc. ) that- you feel is useless? 
(yes, no^ (If yes,) please describe one or two such kinds 
of information: ■ -.i ^ 



17. How about the district offices? Do you' sometimes get useless 
information from central office people? (yes, no) (If yes,) 
would you describe one or two kinds: 
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Do you get any information from other professionals that helps 
you to tell whether you are doing an effective job of teaching? 
(Do not count information from students, only from other 
professionals*.) (Hand card to respondent.) 

(1) No, none. * . 

(2) Yes, once every two or three years. 

(3) Yes, about once or twice a year. 

(4) Yes, about once a month, maybe. 

more than once a month but not dnce each week. 

(6) Yes, about once'a-week. 

(7) Yes, more tlian once a week.- , 

(If ye^,) from whom do you get this information? 

In' what ways has the part of your job which requires you to 
relate to groups outside the school system (e.g., community 
groups, universities, governmental agencies, parents) changed 
in the past five years? ^ 
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PETC-III SAMPLE MMO TO INTRODUCE 
ORGANIZATIONAL DEVELOPMENT CONSULTANT 



TO: ^' (All staff) 

FROM: (Installer; Supervisor authorizing participation) 



' . has volunteered for training in a program developed 

by the Northwest Regional Educational.Laboratory. The program, wHich 
meets intermittently throughout the next eight months, is the last in a 
s.eries of three designed to prepare educational training consultants 
(PETC-III). It focuses "on-organizational d€T£elpi%enJLXQD)^_ _ 



During her/his training period, 

out an organizational development proj^c^ 
our organisation. She/he will be cc 
information as work on the pvofe^ 
monitored by the program trai^ 
and 



Because I feel our wholly QT^Xan 
training in OD, I 




will be carrying 
elp us strengthen 
Ime to time for 
OD work will be 
of 



il benefit from ^ 

him your full cooperation. 
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MAKING IT PERFECTLY CLEAR 



Collecting All Data (to Bring with You to the First Meeting) 



About 75 . percent of th^ meeting will be spent in the analysis of the 
work you ^o 'in these preworkshop assignments. The rest of the time will 
be spent in using your analysis as the *basis for diagnostic work and in 
planning-. — 

It is crucial, therefore, that you dd the work and that you bring it 
with you . The, training depends on your having information about your 
organization. 
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SAMPLE MEMO FOR MEETING 2 

TO J • Participants in PETG-III Training 
FROM: (Trainers) f • 

"reT"^ Meeting 2 of PETC-III . March 22-24, 1975 

Reminder 

The next: meeting of PETC-III will be held at the \ . 

The meeting will start at 9:00 a.m., March 22. The schedule for each day 
will be 9:00 a.m. to 5:00 p.m. 

r 

Reading Assignment 

Chapter I' of Organizational Development in Education. The ^ 
Meaning and VulnerabiO^lty of Educatiopal Evaluation, 
page 9, through Current Needs and ^K^j^es of Society, 
page 45 

Chapter II: 

Charac terJLstics 
The Concept of 




ducational Organization, 
nal Boundaries of a School 



Chapter I] 

Compl$%^stemic Change, page 138 through Figure 12 
and its discussion 



Resources 



Enclosed are two reprints.* 

"An Interview with Roger Harrison." by Noel Tichy. Journal of 
Applied Behavioral Science. 9(6): 701-726; 1973. 

"Organizational Crisis and Change.^'- by S. L. Fink and others. 
Journal df Applied Behavioral Science. 7: 38-41 and 
390-394; 1971. 

We hope you will find them useful. 



'*NOTE: Trainers of PETC-III should obtain multiple copies of these 
reprints from the sources indicated. 
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PETC-III 
Page Two 



One thing to remember about the information you are collecting is that 
Jaformatioh collecting on one thing may be useful in providing clues to 
something else. Remain open to the possibility of learning something 
about OD in addition to what you are planning for. 

Keep in mind the larger framework of 'FETC-III as you^do your work. Keep 
looking for clues for normative and structural"vchange^that will improve 
the functional capacity of your organization. , 

If you have a reason for calling either of us, please feel free to do so 
You may call collect at « 



Overview of Meeting 2 



Day 1 


Day 2 


Day 3 


Progress Report " 

Study and apply 
Chapter III ' 
ideas to own 
organization 


Diagnose 
organization's , 
growth and 
maturity 


ConMder 
^le^aAsf 
Ntfte ODS \^ 

puXd^Jtib^s for 
^platt%^pc(g OD work 


Report to LG 


Re^^^^^^^^ 


J^lan OD work 






Report plans to 
LG 



1^ 
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SAMPLE MEMO FOR MEETING 3 

TO: Participants in PETC-III training 

FROM: (Trainers) 

RE: ' Meeting 3 of PETC-III , ' 



The third' meeting of PETC-III will start at 9:00 a.m. on 

at > , The training meeting will be over at 5:00 p.m. 

on . 

it 

Reading Assignment ^ 

Before coming to the meeting please read Chapter V in the central ideas" 
book. Also read: 



Resource 18 
Resource! 19 



Models and Their Functions by Gordon Lippitt 



The^Power of Abstract: 
Way of Life by Wl 



Meeting 3 will consist "o 

Activity 8: Ident 
Consu 



Activity 9: 



Activity 





del Building as a 
t 



Issoes in the Phases of 



^ect'S^gN^t^Jrpfetion from Self and Others 
irf >W06n3ultant' 

Receiving Feedback About Consultant 



Activity. U: <^Cf^ting Models 
Activity 12: Planning Organizational Development Work (III) 
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SAMPLE MEMO FOR MEETING 4 

« 

TO: Participants in PE'fC-III Training 

FROM: (Trainers)' * 

RE: Meeting 4 of PETC-III 



Enclosed you will find another copy of Procedure 21: Intervention Case 
Pap^.rs, Please do this assignment ijicividually. The work of Activity 13 
?will be based on your work on Procedure 21, Review Resource 21. 

This assignment will involve you personally and ^separately from others 
in making an intervention. 

This work should contribute to an increased €wat^eness of intervention 
tHeory issues. It will also .enrich the jwork ofVfefce training unit and 
the learning group for practice of reMr^wuct^Lngf theories. 



Meeting 4 will consist of thre 
Activity 13: Evalua 
Activity 14: Irit)3pdvcf 
Activity a5(r^Pla 



We will begin Meet 





.cta^^i^s^J 

ration TflTeories 
^cess of Designing 
izational Develbprnent Work (IV) 



9:00 a.m. sharp on, (date and place).. . 



^ If you need clarification in Procedure 21, please call collect 
' (503) 248-6868. 
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SAMPLE MEMO FOR MEETING 5 

TO: Participants in PETC-III Training 

FROM: (Trainers) ' ' . 

RE: Final (imagine!) Training Meeting (Meeting 5 of PETC-III ) 

The final meeting for the'PETC-III Workshop will be: 

Held at Pamela Newcomb's home, July 8, 9, P3 and 11 

From 9:00 a.m. to 5:00 p.m. daily 

Extended on July 10 to about 7 ^QtT p 
CELEBRATION 




es of 



ovment in Schools 



Be sure to bring your copie 
Ovganization Dev^oovfKent 
Handbook fdv^^am 
The Universatr^-^^iqv^ 

Your AdtivitieV-R^ords for Meetings 4 and 5 

Before coming to the training session: 

Read Chapters I, II, III and IV In the central ideas book 
(sure — go ahead and read tfte rest!) ^ 

Complete the attached assignment. Procedure 28, "Premeeting 
~ l^LSslgnment for Summarizing PETC^IIL OrganizatlonaFDevelopment 
Work." Note carefully the cover page of the assignment, which 
will give you important information about the significance of 
the assignment. Be sure to bring copies. as requested on the 
cover page. 

If you have any questions, call (503) 248-6868. Enclosed you vriLll find 
directions to Pamela^s home. 
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PETC-IIL. 
LOG OF 

ORGANIZATIONAL DEVELOPMENT WORK 



Dates of Project 
from 



to 



Consultant 
Team 



Client 



This log is to be kept by the team 
and brought to each training session^ 
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PETC-III 
LOG 



Date 



Description of Consultant/Client 
Interaction 

On this form respond to the 
following each time some type of 
interaction occurs between the 
consultant team and the client 
system (including phone calls, 
and interactions between a 
single member of your team and 
the client system): 

Names of consultant team 
involved * 

Persons from the client 
system involved 

Purpose of the interaction 

"Facilitative role" taken by 
the consultant, e^g^, 
" 'uker, modeler, trainer, 
etc. 

Action taken 

Results 

*Was the interaction consis- 
tent with your intervention 
case theory? (If not, how 
might you integrate into 
your intervention theory?) 

Plans for next interaction 

Problems or obstacles 
encountered 

What was the reason for/ 
origin of problems or 
obstacles 

How problems or obstacles 
were handled 



Issues of Consultant/Client 



Relationships 
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Following each time some type 
of- interaction occurs between 
the consultant team and the 
client system (including phone 
calls, etc.) jot down your 
thoughts, perceptions new 
insights on the following 
items: 

/- 

Influence of the external or 
internal role in relation 
, to the client system (e*g«, 
if you are internal, are 
you finding instances of - - 
role confusion by your 
colleagues?) 

Perception of client expecta- 
tions for the interaction... 
how were they a factor? 

How do ^ou feel about the 
interaction? - How do you - 
feel about It in the con- 
text of your total consultant/ 
client relationship/experience? 

Other thoaghts, feelings, 
insights 



1 



PETC-III * 
LOG 



Date Interaction , Issue^^j.^ 



0 













• 


J? 
















\ 
















> 








■ 










•* 










































1 

1 
i 

1 




























! 

1 

{ 
t 

! 




- 










0 






















































































i 
















































• 






/ 










































< 

























































































































133 



149 



PETC-III 

LOG- 



Date Interaction Issues 




PETC-III 
LOG 



Date 



Interaction 



Issues 
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PETC-III 
LOG 



Dace 



Interaction 



Issues 
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LIST OF PARTICIPANT MATERIALS 



PREFACE > 
CONTENTS 
'FIGURES 
?^BREVIATIONS 



V 

• vii 
xiii 

1 

xvii 



FIRST MEETING 

■5 . V 



Activity 1: Introducing PETC-III Organizational Development/ 3 

Resource ' 1: «Foraing Learning Groups 5 

Activity 2: Part I of Analyzing Organizational Data 7 

g "Procedure 1: Analysis of Organizational Data . 9 

Resource 2: Critical Issues in the Phases of 15 
Consul ta^. ion' 

, Resource 3: Tailoring' Organizational Development/!^ 19 
Interventions for Schools 

' Procedure 2: Report of organizational Data Analysis 47 

Resource 4: M^j or -Kinds Problem Solving ^ , 49 

Resource 5: JDif ferential Intervention Matrix " 5\\J 

Resource 6: Differential Diagnostic Matrix ^' 53 

Procedure 3: * Observer Evaluation . ' * - 55 

Procedure 4:' Application of Concepts in Chapter II 57 
to "'Own Organization 

Resource 7: Crowth and Maturity Possibilities for a 61 
Human System (I), 

^Resource 8: Growth and Maturity Possibilities for a 63 
Human System (II) 

Resource 9: SumjiHry of the Organizational Health . 65 
" Concept 

Resource 10:' How .Things Are ifl Own Organization '67 
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Resource 11: Ocganizational Development/Intelligence 71 
^ , Quotient Questions 

Activity 3: Part II of Analyzing Organizational D^ta 77 

Procedure 5: Application of Organizational Development' 79 
Concepts to Issues of Entering an 
Organization ' 

Procedure 6: Organizational Development/Intelligence ^ 83 
Quotient Questions Game 

Activity 4: Planning Organizational Development Work (I) 85 

Procedure 7: Guidelines for Planning Organizational 87. 
Development Work (I) 

Resource 12: PETC-III Training Requireii^ents and 89 
Terminology 

Resource 13: Diagnostic Resources , 93 

Resource 14: Checklist for Planning Organizational 109 
Development Work 

Procedure 8 :y- Intervention Theory (I) 113 



SECOND MEETING . ^ 115 

Activity 5: Responding to Substantive Issyes in *?otir 117 
Organization 

Prpcedure 9: Report of Progress ' 119 

Procedure 10: More PETC-III Concepts ' 12^ 

* f . " 

Procedure 11: Guidelines for Reporting Progress 127 

/ - Activity 6: Diagnosing Organizational ^Growth and Maturity 129 

Procedure 12: Di?.gnosis of Organizational Growth 131 
and Maturity 

Activity^ 7: Planning Organizational Development Work (II) 135 

- Resource^ 15: Dilemmas of the PETC-III Trainee ^ 137 

Procedure 13: Guidelines for Planning Organizational 139 
Development Work (TI) 

Procedure 14: Checklist for an Organizational 141 
Development Consultant 
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Resource 16: The Phases of Consultation as Major 
Kinds of Work (II) 

Procedure 15: Intervention Theory (11) 
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147 



THIRD MEETING ^ - 149 

^ Activity 8: Identifying Critical Issues in the 151 
Phases of Consultation 

Procedure 16: Report of Critical Issues in the 153 
Phases of Consultation 

Activity 9: Collecting Information From Self and 155 
* Others About ^Self as Consultant 

Procedure 17: Collection of Data From Self and Others 157' 

Activity 10: Giving and Receiving Feedback About l6a 
Consultant Self 

le^ Resource 17: Using the Johari Window Model to Increase 165 
Awareness of Self as Consultant 

Procedure 18: The Giving and Receiving of Feedback 171 
About Consultant ;,Self 

Activity 11: Creating Models 175 
Procedure 19: Creation of a Model 177 

0 J 

Resource 18: Models and Their Functions 179^ 

Resource 19: The Power of Abstraction— Model Building 187 
as a Way of Life 

Resource 20: A Collection of Models ~ 195 

. Resource 21: PETC-lH Models 209, 

' Activity 12: Planning Organizational Development Work (III) 231 

Resource 22: The Organizatiorial Development 233 
Consultant as Theorist (I) 

Procedure 201: Guidelines for Planning Organizational 239 
Development Work (III) 

Resource 23: Checklist of Some Important Concepts 243 
From PETC-III 



Procedure 21: Intervention Cass^ Papers 
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FOURTH MEETING 253 

Afctivity 13: Evaluating Intervention Theories - ' 255 

Resource 24: The Organizational Development 257 
Consultant as Theorist (II) 

Procedure 22: Intervention Case Study 261 

Procedure 23: Intervention Case Form 265 

Activity 14: Introducing the Process of Designing 267 

Resource 25: The Design Process as a Problem-Solving 269 
Journey 



Procedure 24 
Resource 26 
Procedure 25 



Design for a One-Day Event 271 
The Universal Ti:avel Agency 275 
Discussion of Designing Expciience 277 
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Activity 15: Planning Organizational Development Work (IV) 279 

Procedure 26: Guidelines for Planning Organizational 281 
Development Work (IV) 

Procedure 27: Intei-vention Theory (III) 283 

Resource 27: List of PETC-III Resource Papers 285 

Procedure 28: Premeeting Assignment for Summarizing 287 
PETC-III Organizational Development Work 



FIFTH MEETING 295 

Activity 16: Reviewing Organizational Development Work 297 

Procedure 29: Final Report of Organizational 299 
Development Work 

Activity 17: Evaluating Intervention Strategies and 307 
Techniques 

Procedure 30: Evaluation cf Interventiotl Strategies 309 
and lachniques 

Activity 18: Constructing Own Differential Intervention 315 
Matrix 

Procedure 31: Construction of a Differential 317 
Intervention Matrix 

Resource 28: Intervention Chart 319 
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■ Activity 19: Building a Future for Your Consultant Self 

Procedure 32: Your Future as a Consultant , 

Resource 29: Building a Future for Your Consultant 
Self 

Resource ^ 30: PETC-II Descriptions 

Resource 31: Table of Contents for Organizational 
Development in Education 

Resource 

APPENDIX A: First Time Out: Case Studies of Neophyte 

Consultants 
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